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ABSTRACT OF CAPSTONE 
 
MOTIVATIONAL INTERVIEWING TRAINING: IMPROVING SUBJECT 




 Instructional designers (IDs) wear many hats, one of which is to be an 
effective collaborator with subject matter experts (SMEs).  The SMEs and IDs share 
the common goal of providing efficient and excellent instruction to students that 
meets stated outcomes.  Despite this shared goal, consultation and the subsequent 
working relationship between IDs and SMEs may still be fraught due to the power 
dynamics, institution pressures, and individual insecurities that can impact the 
communication and collaboration between the parties.  This capstone begins the 
process of creating an online training course on the use of motivational interviewing 
(MI), a method of counseling used primarily in the health sciences, by IDs in their 
consultations as needed to overcome the resistance of SMEs toward changing aspects 
of their instruction, thus improving the relationship and likelihood of creating 
effective instruction.  The capstone project was created using the ADDIE conceptual 
framework and the four-component instructional design (4C/ID) model to guide the 
analysis and design of an online training in MI for IDs.  MI is a method commonly 
used in mental health environments to help motivate clients to overcome their issues 
by exploring their challenges in motivation, or ambivalence (Csillik, 2013; Miller, 
1983). By applying MI in consultations between IDs and SMEs, the IDs’ goal is to 
help SMEs resolve their internal resistance to instructional change and identify their 
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motivators as they embark on creating effective instruction.  MI may prove to be an 
essential approach for IDs who want to build and maintain a rapport and trust with 
SMEs, and ultimately create better instruction for students due to a more effective 
working relationship.  
KEYWORDS: motivational interviewing, instructional designer, subject matter 
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Executive Summary 
What is the Core of the Capstone? 
 
 The state of the working relationship between instructional designers (IDs) 
and subject matter experts (SMEs), who work in concert to create effective 
instruction to improve student learning, is affected by various internal and external 
factors that may include personality, confidence, motivation, administrative pressures, 
and institutional culture among others (Campbell et al., 2007).  The power dynamic 
compounds this between SMEs and IDs where the ID fills a more advisory or 
consultant role in the design and development of instruction in higher education 
(Campbell et al., 2007).  Despite the role of IDs as change agents in the design and 
development of instruction, IDs may only be as effective as the institution’s culture 
and SMEs ultimately allow.  IDs, in this capacity, advise and support SMEs in the 
design and development of instruction, but SMEs may or may not heed said advice.  
When an SME is reluctant to be open to or make changes in their instruction, this 
often hinders the instructional design process and may negatively affect the resulting 
instruction.   
The core of this capstone is the analysis and design of an online training for 
IDs in the use of motivational interviewing (MI) techniques during consultations with 
SMEs to overcome ambivalence to change.  The MI techniques are commonly used in 
the health sciences for the purpose of diminishing the reluctance to change.  This 
reluctance to change is also often seen with the ID-SME relationship.  As such, the 
capstone project may address a need in the field of instructional design for a strategy 
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that improves communication skills and the ID-SME relationship and provide for 
enduring change.  The goal is to provide IDs, both experienced and novice, with a 
tool to use when faced with SMEs who are resistant to change.  By diminishing some 
of the SMEs’ internal barriers to change through MI techniques, IDs may be more 
successful in implementing suggestions for instructional change and improvement, 
ultimately leading to enhanced instruction for the students. 
The capstone began the process of creating an MI training for IDs by using the 
ADDIE conceptual framework to guide the analysis and design phases of the 
instructional design process.  A description of MI, discussion of the ID and SME 
roles within higher education institutions, the ID-SME consultant-client relationship, 
ID competencies, and an exploration of MI as an appropriate technique for use by IDs 
as part of the conceptual description of the capstone follows. 
Description of Motivational Interviewing 
MI is a method commonly used in mental health environments to help 
motivate clients to overcome their issues through an exploration of their challenges in 
motivation, or ambivalence (Csillik, 2013; Miller, 1983).  Conceptually, MI is related 
to self-determination theory by invoking the desire of the client to resolve internal 
inconsistencies move toward growth (Markland et al., 2005).  It is through exploring 
their own beliefs regarding their decisions and values, the clients can break away 
from cycles of self-destructive tendencies.  By being more internally aligned with 
their decision making to move forward with change, they will have increased 
MOTIVATIONAL INTERVIEWING TRAINING 23 
 
confidence in their decision and are more likely to be successful (Miller & Rollnick, 
2002).   
In addition to being conceptually linked to self-determination theory, MI owes 
a debt of gratitude to the work of Carl Rogers’ person-centered therapeutic methods.  
Rogers’ (1957) person-centered therapeutic methods are non-directional with the 
client being solely responsible for their decision making and the counselor facilitates 
the client’s exploration of their goals, values, etc. by providing for an environment 
that includes empathy and understanding.  In this method, the client finds the 
motivation for change within due to the environment created by the counselor.  The 
counselor in this case does not push for change or push their own values but allows 
the client to direct.   
While MI is related to Rogers’ methods in that it is very client-centered and 
focused on self-actualization, the counselor using MI is more directive by 
encouraging the exploration, identification, and resolution of internal incongruencies 
to make progress toward change.  Using MI, the counselors do not tell the clients 
what the clients’ motivation may be or should be, but instead help guide the clients so 
that the desire for change comes from within (Csillik, 2013).  By addressing issues 
related to intrinsic motivation, self-efficacy and confidence may be increased which 
hopefully leads to more effective change.  Much like Rogers’ person-centered 
approach, in MI, not only is the client made to feel accepted and safe but also the 
ultimate responsibility for the behavior change lies with the client which increases 
autonomy (Csillik, 2013; Markland et al., 2005). In short, MI is more directive and 
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less explorative than a person-centered approach but has very similar goals (Markland 
et al., 2005; Mason, 2009).   
MI has the goal of improving change readiness by enabling the resolution of 
ambivalence (Miller & Rollnick, 2002).  In addition to being different from Rogers’ 
person-centered approach, MI is also different than other traditional therapeutic 
methods that center around telling a client to implement a certain solution in that MI 
simply encourages the consideration of alternative perspectives.  The discussion of 
change is centered on the client and not the counselor.  The values and beliefs of the 
counselor should not be at issue.  However, the counselor does encourage ongoing 
discussion based on the client’s given problem (Markland et al., 2005).   
MI is unique in that it acknowledges the knowledge and feelings of the clients 
instead of assuming that they simply do not know what to do.  Many clients know 
what they need to do but may have other obstacles or thoughts that keep that from 
coming to fruition.  If a counselor were to tell the client to take the necessary action, 
the client would likely feel the need to argue for the other side which pits client 
against counselor and decreases the odds of change (Mason, 2009).   Whereas MI 
allows for the counselor to acknowledge the reasons for the status quo (not changing) 
and simply asks exploratory questions to give clients the opportunity to consider 
another perspective.  Clients, in this case, tend to convince themselves and make their 
own decisions (Blom-Hoffman & Rose, 2007).  When clients have more autonomy 
and are motivated to change through their own decision-making, they are more likely 
to have a long-term application of their change behaviors (Csillik, 2013).  This is 
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important as professionals who might use MI, whether they are counselors or IDs, are 
looking for long-term changes in their clients. 
MI was initially used in substance use treatment studies in 1980 and expanded 
into other psychological and medical contexts such as cardiovascular rehabilitation, 
diabetes management, and hypertension management, as seen in more than 200 
associated clinical trials (Miller & Rose, 2009).  The success of MI and its continued 
success in different contexts, such as therapeutic and teacher-student contexts, 
indicate that MI could be used in instructional design effectively.  IDs who use MI 
techniques in consultations with SMEs may improve the SMEs’ willingness to make 
meaningful changes.  The use of MI strategies and techniques may further improve 
communication, rapport, and trust, ultimately resulting in a more collaborative 
relationship between IDs and SMEs.   
Instructional Designer and Subject Matter Expert Roles 
 IDs are professionals involved in improving student learning and performance 
through technology (Definition and Terminology Committee of the Association for 
Educational Communications and Technology, 2008).  Change agents that are 
focused on creating effective instruction, IDs partner with SMEs to create instruction 
informed by best practices, including educational theories, design models, and 
technology application, among others (Campbell et al., 2007; Keppell, 1999).  The 
IDs role depends on the context of their employment, as they may work in the public 
or private industry and the organization in which they work.  In the higher education 
setting, IDs often support faculty, students, and staff and are responsible for course 
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development in online, hybrid/blended, and classroom instructional modalities, 
professional development opportunities for SMEs, as well as technical support for the 
tools needed to develop and support the courses (Kumar & Ritzhaupt, 2017).  
However, the primary responsibility of IDs in higher education is to support SMEs in 
identifying, designing, and implementing teaching and learning experiences (Kumar 
& Ritzhaupt, 2017).   
With the primary role of IDs being a support role, it is crucial to increasing 
trust and rapport in the ID-SME relationship that may occur over the course of 
consultations and meetings.  The power dynamics at play in the ID-SME relationship 
can make increasing that trust and rapport difficult at times thus necessitating the 
potential use of techniques such as MI.  These power dynamics along with the IDs 
and SMEs’ unique perspectives and skillsets that may impact the tenor of the 
collaborative relationship. 
The role of SMEs at higher education institutions may be in flux. Many SMEs 
hold multiple roles within their institution or department that may include course 
developer, curriculum coordinator, advisor, assessor, researcher, and teacher 
(McCowan, 2017).  This does not include any additional teacher or consultant role 
they may engage in outside of their higher education institution.  Despite having these 
multiple roles and the responsibilities therein, SMEs may be trained in their area of 
expertise, but not necessarily in instruction or design.  Further, SMEs may be too 
busy to train in or create effective instruction or effective instruction with technology 
(van Leusen et al., 2016; Ziegenfuss & Lawler, 2008).   
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In contrast, IDs are professionals who promote learning through various 
technologies, strategies, and resources (Definition and Terminology Committee of the 
Association for Educational Communications and Technology, 2008).  Like faculty, 
IDs often embody multiple roles including course developer, teacher, trainer, 
researcher, technical support provider, project manager, and other administrative roles 
(Ritzhaupt & Kumar, 2015).  IDs are generally educated or trained in instructional 
design or related fields but are often dependent on SMEs to provide content and 
artifacts specific to a given subject (Morrison, 1988).   
Instructional Designer and Subject Matter Expert Relationships 
What it looks like when IDs and SMEs bring their unique roles, experiences, 
and knowledge to bear to design and develop instruction varies.  The relationship 
between SME and ID should be collaborative, but often the power dynamic changes 
depending on context (Richardson et al., 2018).  The Richardson et al. (2018) study 
showed that while an equal partnership is desired by the IDs, in reality, SMEs may 
simply see them as support.  This means that the SME, in some cases, sees 
themselves as the more important, more valuable party, and the respect level may not 
be mutual.  Further, some SMEs may see the ID as their partial replacement.  This 
perspective of the unbundling of the faculty role may threaten the SME’s perceived 
standing and security which may affect the SME’s openness to changes initiated by 
the ID (McCowan, 2017).   
Despite this general power differential in terms of role, IDs working with 
SMEs do so from different points of power depending on the context of the 
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relationship.  IDs can be leaders of a project providing concrete instructions and 
suggestions, while in other contexts IDs may be subservient such as ensuring that the 
meetings fit within the SMEs’ expectations more readily than the IDs (Pan et al., 
2003).  It is not clear as to whether an ID is consistently a leader or simply providing 
much needed support (Pan et al., 2003).  Even though this unclear power dynamic is 
fluid, IDs tend to be viewed as the responsible party for ensuring the collaborative 
nature of the working relationship with the SMEs (Richardson et al., 2018; Ritzhaupt 
& Kumar, 2015).  This perspective of being the responsible party is important as it 
contributes to the necessity of training for IDs in techniques like MI. 
Within the relationship between designers and SMEs, tension can occur due to 
time constraints and the time it takes to collaborate with a designer in a meaningful 
way (Richardson et al., 2018).  In addition to tension due to time, another barrier to a 
collaborative relationship is the ambivalence of the SME to the working relationship 
or the changes suggested (Richardson et al., 2018).   This ambivalence may be caused 
by a lack of understanding about what an ID does, a fear of loss of control, a lack of 
time, a lack of administrative support, a mandate to work with IDs, and an overall 
lack of incentive (Campbell et al., 2007; Richardson et al., 2018).  Further, due to 
constant changes within their specific professions, particularly in the realm of higher 
education, SMEs may have skepticism before launching into a new working 
relationship, projects, or technology usage that further lead to uncertainty and 
distraction from their other activities and roles (Bower, 2001).   
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Many of these perspectives can be viewed in the context of SME’s overall 
emphasis on self-actualization (Schneider & Zalesny, 1982).  SMEs in higher 
education enter their profession because they value autonomy, challenges, and the 
low risk involved (Schneider & Zalesny, 1982).  As a result, in the field of higher 
education, these values come to the forefront through faculty activities such as 
teaching, service, and research.  When a third-party such as an ID enters their space, 
their autonomy is threatened and their emphasis on low-risk activities may also be 
disrupted.  The goal is to use MI to decrease these threats and disruptions to ensure 
that faculty still can maintain their values and a collaborative relationship between ID 
and faculty can ensue.     
Instructional Designer Competencies 
Since the responsibility of the working relationship between IDs and SMEs 
lies with IDs, the interpersonal skills of IDs are crucial, particularly with newer SMEs 
or SMEs inexperienced with working with IDs (Pan et al., 2003).  This is borne out in 
the requirements and competencies for IDs in the field.  These include a solid 
theoretical background in instructional design and technology, project management, 
and communication skills (Arnold et al, 2018).  Interpersonal skills were listed as one 
of the most frequently stated abilities desired in job announcements, competency 
frameworks for designers, as well as in interviews with instructional design managers 
and IDs (Kang & Ritzhaupt, 2015, Klein & Kelly, 2018; Kumar & Ritzhaupt, 2017; 
Park & Luo, 2017; Richardson et al., 2018).  With the variety in ID-SME 
relationships and experiences and the responsibility for the relationship resting on the 
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shoulders of the IDs, it is important to provide IDs with a myriad of tools that they 
can use when managing their relationships with SMEs. 
  The importance of clear communication is due to the high level of 
interactivity in the role of the ID.  IDs must work and often interact with various 
colleagues within their institution, including SMEs, fellow instructional design and 
support personnel, information technology professionals, administrators, and others to 
create effective learning experiences (Klein & Kelly, 2018).   It is through the 
communication between SMEs and IDs about design and learning, meaningful 
change can occur in instruction (Campbell et al., 2007).  This communication can 
challenge the SME’s own ideas regarding teaching and learning.  At times this may 
lead to conflicts and misunderstandings.   
Conflicts or misunderstandings in communication can lead to frustration 
between the parties and, if they escalate, may have a negative impact on student 
learning (McDonald, 2008).  Further, an SME may be ambivalent about working with 
a designer or making changes suggested by the ID due to time constraints, concerns 
about their role, the presumption that the ID may be judging their teaching, being told 
what to do, and other factors.  An SME’s lack of communication or 
miscommunication about the underlying issues that have led to the ambivalence to 
change or work with a designer, the overall instructional design project and 
relationship will suffer.  For example, an SME may be hesitant to make a change to 
an assessment recommended by the ID that would be better aligned to the learning 
objectives and the instructional materials.  When the ID and SME have a breakdown 
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in their working relationship due to the ID pushing for this change and the SME 
continually resisting, the SME may feel that the ID is there to dictate changes and 
may feel threatened.  These feelings can affect their trust and collaboration moving 
forward.  As a result, the SME may be more hesitant to make future changes 
suggested by the ID or will opt not to work with an ID in the future.  With the 
learning development experience and experience with the ID, a SME may be 
dissuaded from working with IDs or being open to change in the future.  So, a poor 
experience may have a detrimental learning effect on students for a particular project, 
as well as future students.  
Motivational Interviewing as an Instructional Design Consultation Strategy 
 It is crucial for IDs to have strategies for communicating effectively with 
SMEs to avoid decreases in the efficacy of the learning experiences created due to a 
dysfunctional working relationship, loss of time and resources, and possible future 
collaborations (Keppell, 1999).  As a result, IDs are encouraged to use tools to build 
effective relationships with SMEs focusing on interpersonal skills, such as active 
listening, paraphrasing, explaining concepts and procedures, questioning, and 
summarizing, as noted in the van Leusen et al. (2016) study.  These suggestions, 
while helpful to overall communication skills, do not address the root of SMEs’ 
ambivalence to change.   
One possible strategy lies in the realm of the health sciences called 
Motivational Interviewing (MI).  MI is commonly used in mental health contexts to 
help motivate clients to overcome their issues by exploring their roadblocks in 
MOTIVATIONAL INTERVIEWING TRAINING 32 
 
motivation, or ambivalence (Csillik, 2013; Miller, 1983). Since the 1980s, MI has 
been an effective method for helping clients make positive changes in their lives 
(Csillik, 2013; Miller, 1983).  This method of interaction focuses on listening and 
acknowledging the clients’ thoughts and feelings and encouraging them to explore 
their reluctance to change as well as what motivates them through the act of 
examining and discussing change.  The goal of MI is to create an environment where 
the clients, as autonomous individuals, make their own decision to make changes.  
This process helps increase confidence and self-efficacy in clients, allowing for more 
effective change due to the breaking down of self-destructive tendencies (Miller & 
Rollnick, 2002).  
The question as to whether MI applies to the ID-SME relationship in higher 
education is a fair one.  However, Miller & Rose (2009, p. 534) state that MI is 
“…related to generalizable processes of human behavior, and not limited to target 
problems.”  As such, it should be transferrable to other relationships, including the 
ID-SME relationship, due to processes of human behavior such as ambivalence to 
change and issues of motivation contributing to collaboration issues between IDs and 
SMEs.  The conceptual description of the capstone will explore the justification for 
using MI in the ID-SME context in more depth.   
Conceptual Description of the Capstone 
The rationale behind this capstone lies in the established use of MI in the 
health sciences, where professionals encourage change in clients who are ambivalent 
about changing (Miller & Rose, 2009).  MI could prove to be an effective strategy for 
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IDs to building and maintaining trust and rapport with SMEs.  Due to the roles of and 
power dynamics between IDs and SMEs, MI would be an appropriate strategy.  
As a result of their roles within their respective institutions, IDs in higher 
education are particularly well-situated to use this technique with SMEs.  The role of 
IDs in higher education institutions is to improve teaching and learning by creating 
and aligning learning objectives, activities, and assessments in addition to 
professional development (Kumar & Ritzhaupt, 2017).  Through the ID’s ability to 
help SMEs make informed decisions about instruction, IDs operate as change agents 
within their institutions (Yusop & Correia, 2012).  The roles of IDs in this capacity 
are in-line with Rogers’ (1995) Diffusion of Innovations framework where change 
agent roles are stated as: 
1. To develop a need for change. 
2. To establish an information-exchange relationship. 
3. To diagnose problems. 
4. To create an intent in the client to change. 
5. To translate an intent to action. 
6. To stabilize adoption and prevent discontinuance. 
7. To achieve a terminal relationship. (pp. 336-337) 
Many of these roles align with the goals of MI as well.  Both IDs and health 
professionals are change agents focusing on helping clients identify ambivalence to 
change and encouraging and guiding clients to identify their intrinsic motivation to 
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move forward to enact change.  IDs, like health professionals, are taking a consultant 
role.   
When IDs work with SMEs, they are operating as consultants in varying 
capacities and should be flexible in their approach with clients (Tessmer, 1988).  
Kebaetse & Sims (2016) note that there are three phases of the consultation process: 
exploration, modeling, and reflection (pp. 37-38).  Depending on the relationship 
between the ID and SME and the context of the relationship, the ID may find it 
necessary to dip in and out of different phases of the consultation process.  Like so 
many education and change processes, this is iterative and flexible.  The parameters 
of the working relationship between ID and SME are often not settled during the 
initial consultation, but are instead, negotiated throughout the project timeline and 
over the course of multiple consultations or meetings.  IDs must adjust their 
expectations and approaches based on the SME, the subject matter, and other factors 
such as availability of resources (Tessmer, 1988).  
The critical difference between IDs and health professionals lies in the 
innovations or changes that the IDs and health professionals are helping their 
respective clients consider adopting.  Again, there is no indication that MI is only 
applicable to innovations such as substance use or other health concern behavior 
change.  The literature describes multiple instances of MI application outside of its 
traditional context (Blom-Hoffman & Rose, 2007; Hebard & Watson, 2017; Herd, 
2015; Kittles & Atkinson, 2009; Navidian et al., 2015; Reinke et al., 2008; Wells & 
Jones, 2018).  Given the expertise of IDs and their role as agents of change within 
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their higher education institutions, an improved ID-SME relationship through 
communication centered around change may lead to improved teaching and learning.  
This improved relationship, in turn, may have a positive impact on student learning 
(Campbell et al., 2007).   
Currently, a lack of literature exists regarding MI and instructional design 
consultation.  Only van Leusen’s (2013) dissertation discussed the usage of MI and 
Medical Interview strategies and training within the counseling and medical contexts 
to inform the teaching of interpersonal skills to ID professionals.  He argued that the 
methods used to teach MI and Medical Interview strategies in trainings such as 
didactic instruction, audio/video presentations, role-playing, etc. could also be used in 
teaching interpersonal skills to IDs.  van Leusen (2013) further noted that the 
validated instruments used to assess these skills in the medical and counseling fields 
could potentially be used to assess the interpersonal skills of IDs.  Despite the lack of 
literature regarding the use of MI in instructional design consultations, MI has been 
used successfully in educational contexts such as where school psychologists are 
working with students, faculty are working with students, and administrators are 
working with faculty (Blom-Hoffman & Rose, 2007; Hebard & Watson, 2017; Kittles 
& Atkinson, 2009; Wells & Jones, 2018).  Despite this lack of application to ID-SME 
contexts in higher education, Miller and Rose (2009, p. 534) state that MI is 
“…related to generalizable processes of human behavior, and not limited to target 
problems.”  The problems associated with the relationship between IDs and faculty 
include issues of power dynamics, communication, self-actualization, and autonomy 
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are all human behavior issues.  As a result, MI could be a powerful strategy in the ID 
toolbox. 
Description of Capstone Deliverables 
This capstone used the ADDIE (Analyze, Design, Develop, Implement, and 
Evaluation) conceptual framework to guide the beginning process of creating a 
training for IDs in MI in higher education.  In this case, the planning documents were 
created for an instructional design unit at a mid-sized regional university in a 
midwestern state.  The capstone focused primarily on the Analyze and Design phases 
of the ADDIE conceptual framework, as seen in Figure 1, to create a foundation for 
future grant or organizational funding for the development, implementation, and 
subsequent evaluation of the training. 
Figure 1  
ADDIE Conceptual Framework 
 
Note. From “Fig. 1 The ADDIE concept” by RM Branch, 2009, Instructional Design: 
The ADDIE Approach, p. 2.  Copyright 2009 by Springer Science + Business Media.   
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The capstone (see Appendix A) included both an Analysis Summary and a Design 
Brief as described by Branch (2009).  The Analysis Summary of the capstone, as 
outlined by Branch (2009) in the ADDIE conceptual framework, included the 
following components: performance/needs assessment, purpose statement, list of 
instructional goals, learner analysis, required resources, potential delivery systems, 
and a project management plan.  The Analysis Summary is a high-level reflection of 
the processes outlined by Branch (2009).  While the Analysis Summary is included as 
part of the capstone project (see Appendix A), the underlying analysis and 
documentation outlined by Branch (2009) were compiled and provided in Appendix 
B.  The Design Brief was informed by the following information and analyses: a task 
inventory, a list of performance objectives, a set of test items, a testing strategy, and a 
cost-benefit calculation (Branch, 2009, p. 81).  The Design Brief is included as part of 
the capstone project (see Appendix A), and the underlying analysis and 
documentation were compiled and provided in Appendix C.  An outline of the 
deliverables of this process and their contributing documentation is in Table 1.  Both 
the Analysis Summary and the Design Brief, coupled with the contributing analyses 
and processes, will prepare me or others in the future to propose and hopefully 
procure funding and resources for the completion of the online training for IDs on the 
use of MI in consultation with SMEs.   Each component of the Analysis Summary 
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Table 1  
Instructional Design Procedures and Proposed Documentation Organized by Analyze and Design Phases of ADDIE 
Conceptual Framework 
Analyze Design 
Identify the probable causes for a performance gap. Verify the desired performances and the appropriate testing 
methods. 
Procedures Appendix B Documentation Procedures  Appendix C Documentation 
1. Validate the 
performance gap 
• Training Needs 
Assessment plan, 
instrument, and results 
(Rossett, 1987) and 
purpose statement 
(Branch, 2009) 
7. Conduct a task 
inventory 
• Learning task identification and 
classification analysis (van 
Merriënboer & Kirschner, 2018)  
2. Determine 
instructional goals 
• List of instructional 
goals (Anderson et al., 




• Task hierarchy, list of 
performance objectives, and 
sequence/learning trajectories of 
learning tasks analysis (van 
Merriënboer & Kirschner, 2018) 
3. Confirm the 
intended audience 
• Learner analysis 




• Assessment strategy including 
assessment instruments and 
rubrics (van Merriënboer & 
Kirschner, 2018) 
4. Identify required 
resources 
• Resource audit and 




• ROI analysis (Branch, 2009) 
5. Determine 
potential delivery 



































6. Compose a project 
management plan 
• Project management plan 
(Branch, 2009) 
  
Capstone Artifact: Analysis Summary (Branch, 
2009) 
Capstone Artifact: Design Brief (Branch, 2009) 
Note. This table shows the documents and artifacts created (in Bold) and the source of the strategies, analyses, and 
processes to develop them aligned to the Branch (2009) procedures.  Adapted from “Fig. 2 Common instructional design 
procedures organized by ADDIE” by RM Branch, 2009, Instructional Design: The ADDIE Approach, p. 2.  Copyright 
2009 by Springer Science + Business Media.
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Analysis Summary 
First, the Analysis Summary (see Appendix A) includes the following 
components: performance assessment, purpose statement, list of instructional goals, 
learner analysis, required resources, potential delivery systems, and a project 
management plan (Branch, 2009, p. 25).  The purpose of the Analysis Summary, the 
outcome of the Analyze phase within the ADDIE conceptual framework, is to 
identify issues associated with performance and their likely cause, whether instruction 
will alleviate those issues, and to what extent it would be successful (Branch, 2009).  
It is an informational document to be provided to key stakeholders to help inform 
their decision on whether to pursue the design project and takes into consideration 
issues such as need, cost, and planning. A description of each component that 
contributes to the Analysis Summary follows.   A performance assessment was 
conducted to confirm the existence of a performance gap (Branch, 2009).  This 
validation of performance issues or a gap indicates the need for the potential 
instructional intervention.  A purpose-driven training needs assessment (TNA), as 
described by Rossett (1987), is ideal for validating the performance gap as 
breakdowns in the collaborative relationship between IDs and SMEs as a training 
issue.  Specifically, a purpose-based TNA is a front-end analysis that provides for the 
“…study of a problem or innovation, incorporating data and opinions from varied 
sources, in order to make effective decisions or recommendations…” (Rossett, 1987, 
p. 1).  Using the Purpose-Driven TNA approach, the following steps were followed: 
assess the context, determine purposes, select techniques and tools, develop a TNA 
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plan, develop stage planners, and communicate results (Rossett, 1987, p. 225).  The 
steps of each of the analyses, including the guiding questions and responses, survey 
and interview protocols and results, stage planners, and more, are included in 
Appendix B.  However, the overall results of the TNA are included in the Analysis 
Summary (see Appendix A) as a high-level summary.   
A purpose statement is described by Branch (2009) as a 25 word or fewer 
written statement that connects the training to the organizational needs and is the 
outcome of the performance assessment.  It is followed by a list of instructional goals 
that describe what participants will do because of the proposed training (Branch, 
2009).  Both elements are included in the Analysis Summary (see Appendix A) as 
well as in the documentation and analyses found in Appendix B.  The inclusion of the 
purpose statement and the instructional goals show the direction of the training, 
which may be important to those potentially approving this proposed training and 
necessary components that inform other processes included in the Design phase.   
A learner analysis follows, which takes a closer look at the intended audience 
for the training.  Learner analysis information includes group identifications, general 
characteristics, number of students, location of students, experience levels, student 
attitudes, and skills required for learning (Branch, 2009, p. 37-38).  The learner 
analysis helps frame recommendations and choices made regarding the format, 
instructional materials, and overall design moving forward.  The learner analysis 
results are included in the Analysis Summary (see Appendix A), while the actual 
analysis is found in Appendix B.   
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Next, the identification of required resources is included.  The resources to be 
considered include content, technology, instructional facilities, and human resources 
(Branch, 2009, p. 43).  Outlining these necessary resources communicates to 
decision-making stakeholders exactly what is required to implement the training.  
Knowledge of necessary resources necessary beyond simple cost analyses is crucial, 
as it gives a multi-dimensional picture of training requirements.  The identification of 
required resources analysis results is included in the Analysis Summary (see 
Appendix A), while the actual analysis is found in Appendix B.   
A major component of the instructional analysis is the consideration of 
potential delivery systems and their accompanying costs.  It includes identifying and 
evaluating various delivery systems that result in a recommendation to meet best the 
purpose and objectives (Branch, 2009).  The cost estimates were calculated for three 
possible delivery methods: webinar training, asynchronous training, and classroom 
training.  While Branch (2009) offered a means to calculate costs for various delivery 
methods, no distinctions were made for different types of computer-based training, 
like webinars and asynchronous training.  The distinctions between the different types 
of computer-based training are important as they can take many forms resulting in a 
wide range of costs.  As a result, the outcomes of the Defelice (2021) study conducted 
in 2020, which provided average lengths of modules and minimum, maximum, and 
average time to design and develop various types of learning, were used to make 
more efficient time estimates and resulting in distinct cost estimations.  The Branch 
(2009) formula was then used to calculate the estimated costs for each phase.  The 
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overall estimated costs were provided for all three possible delivery methods.  Within 
each possible delivery method, calculations were also provided to create the training 
for only the institution or create a training to be scaled beyond the institution to 
benefit IDs statewide.  The resulting cost estimates are provided in the Analysis 
Summary (see Appendix A), while the fundamental assumptions, formulas, and 
calculations are found in Appendix B.   
A project management plan is the final part of the Analysis phase (Branch, 
2009).  This plan includes a list of potential team members by position and role, an 
account of constraints, a Gantt chart to indicate the order of operations, the roles 
assigned, and an expected delivery time.  The project management plan is an 
organizational tool meant to communicate requirements, goals, and concerns 
associated with completing the project.  The analysis related to creating the project 
management plan is included in Appendix B, while a summary of the various 
components is included in the Analysis Summary (see Appendix A).  A final report, 
which generally consists of much of this same information but also contains 
conclusions and lessons learned, is not provided as part of the project management 
plan as the implementation will occur outside the scope of this capstone project.  
Instead, a Next Steps section is provided as part of the Analysis Summary (see 
Appendix A) to help inform the direction of the project moving forward.   
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Design Brief 
Second, the Design Brief (see Appendix A) represents the ADDIE Design 
phase and is informed by the following components: task inventory, a list of 
performance objectives, a testing strategy, and a cost-benefit calculation (Branch, 
2009, p. 81).  The Design phase aims to close the gap between current performance 
and desired performance (Branch, 2009).  It shows the proposed path to desired 
performance and provides a blueprint for the development of the project.  For the 
Design phase of the ADDIE conceptual framework in this capstone, a combination of 
analyses and processes from both Branch (2009) and van Merriënboer & Kirschner 
(2018) were used.  The learning tasks component of the four-component instructional 
design model (4C/ID) was used as a guide for the design of complex learning such as 
motivational interviewing skills (van Merriënboer et al., 2002, p. 39).  As a result, the 
Design Brief includes a task inventory, performance objectives, and testing strategies 
as suggested by Branch, but is informed by the learning tasks design component of 
the 4C/ID model as seen in Figure 2, which focuses on designing learning tasks, 
designing performance assessments, and sequencing learning tasks.   
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Figure 2  
Four-Component Instructional Design (4C/ID) Model 
 
Note. Emphasis added with shading and a bounding box to Learning tasks 
component.  From “Figure 2.1 A schematic training blueprint for complex learning 
and the main features of each of the four components” by J. G. G. van Merriënboer 
and P. A. Kirschner, 2018, Ten Steps to Complex Learning, p. 13.  Copyright 2018 by 
Routledge.   
 
The Design Brief also includes a Return-on-Investment (ROI) analysis using 
the Branch (2009) formula and calculations.  Documentation resulting from the 
Design phase are found in Appendix C, while a high-level view of that documentation 
and a blueprint of the training is in the Design Brief (see Appendix A).   
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The components that underlie the Design Brief and a brief description of each 
follows.  The purpose of a task inventory was to identify the tasks necessary to meet 
instructional goals (Branch, 2009).  A task inventory was conducted following the 
4C/ID model.  The task inventory was done by completing a skill hierarchy that broke 
down the skills needed to accomplish the goals.  Then those skills were classified as 
either recurrent or non-recurrent.  This classification of skills is necessary for further 
elaboration on the Design phase and relates to additional components of the 4C/ID 
model not addressed by this capstone (Part-Task Practice and Supportive 
Information).  Based on the skills hierarchy, the learning tasks were identified and 
subsequently classified.  The learning tasks stated what the learners are going to do, 
along with details of generalized support.  Once the learning tasks were created, they 
were then assigned to a specific task class.  A task class helps organize the learning 
classes and inform the sequencing of the learning tasks (van Merriënboer & 
Kirschner, 2018).  The learning tasks and task classes are provided within the Design 
Brief (see Appendix A), while the underlying analysis that walks through the skill 
hierarchy, skill classification, and learning task identification are found in Appendix 
C. 
The task inventory step was followed by the statement of the performance 
objectives that set the tone for instruction.  All activities and assessments should align 
directly with these performance objectives.  A task hierarchy was generated that 
influenced the creation of the performance objectives.  In addition, sequencing of the 
tasks and objectives was completed.  The last component of the task inventory would 
MOTIVATIONAL INTERVIEWING TRAINING 47 
 
be the learner trajectory analysis which explored the pathways that learners may 
progress through during the training.  The list of performance objectives and the 
sequencing of learning tasks are included in the Design Brief (see Appendix A), while 
the underlying analyses, including the task hierarchy, sequence, and overall trajectory 
analysis, may be found in Appendix C.   
The next part of the Design phase, according to Branch (2009), is to identify 
the testing strategies.  Toward that end, assessment instrument descriptions, rubrics, 
and individual assessment learning trajectory analyses were created as described by 
van Merriënboer and Kirschner (2018).  Test items and an overall testing strategy 
were outlined and meant to indicate student performance of the performance 
objectives.  The alignment of the testing strategy with the learning tasks, task classes, 
and objectives illustrated in the Design Brief showed the path from the actual 
performance to the desired performance.  All aspects of the identifying testing 
strategies step were organized in alignment with learning tasks and task classes within 
the Design Brief (see Appendix A), while the individual analyses are found in 
Appendix C.   
The final part of the Design phase includes a cost-benefit calculation that 
builds on the cost estimation described in the Analysis phase described by Branch 
(2009).  In addition to revising the estimated costs, there is a calculation of potential 
benefits to estimate the return on investment (ROI).  It is a means of creating a more 
defined cost estimate based on completing two phases, plus a calculation of the 
perceived potential benefit.  The revised estimated costs and ROI percentage are 
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provided in the Design Brief (see Appendix A), whereas the assumptions and 
calculations that led to those conclusions are found in Appendix C.  The assumptions 
used are regarding the higher education institution for which the project is being 
designed and potentially developed.   
Description of Legal and Ethical Issues 
Few legal and ethical issues guide IDs in their consultations with SMEs.  
However, this may be due to the contexts in which IDs operate being myriad and 
broad and different values held by institutions.  A discussion of both the potential 
legal and ethical issues follows. 
Some of the legal issues that guide IDs relate to accessibility, copyright, and 
student privacy (Lin, 2007).  These issues are important in consultation because they 
affect how materials are both designed and developed.  This capstone seeks to ensure 
that MI techniques and the design and development of instruction take these issues 
into consideration.  Materials meant to inform the subject matter of the capstone did 
not include copyrighted material that is not appropriately licensed, the design and 
development of the instruction will be accessible, and the method of planned delivery 
will ensure student privacy.  Each of these issues will be addressed within the 
capstone to ensure compliance with federal regulations for course design and related 
activities particularly in higher education at a public institution. 
Beyond the legal issues, ethical issues must also be considered.  IDs should be 
guided by the professional standards and competencies as well as the organizations 
that inform their practice, such as the Association for Educational Communications 
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and Technologies (AECT).  AECT has created a Code of Professional Ethics for 
those within the field of educational technology that has expanded over decades 
(Yeaman, Eastmond, & Napper, 2008).  AECT’s Code of Professional Ethics is not 
specific to instructional design professionals, but all members of AECT.  Potentially 
at issue within this capstone is Section 3.4 of the Code of Professional Ethics which 
states that members should strive for the following “…to improve professional 
knowledge through research and implementation of best learning and teaching 
practices and shall make available to patrons and colleagues the benefit of those 
professional attainments through design practices, presentations, and publications” 
(Association for Educational Communications and Technology, 2018). This standard 
has the most specific language for IDs, with the phrase “design practices” under 
which consultations may fall.  While not at this point yet, this capstone supports the 
use of MI techniques in SME consultations as a best practice through both research 
and eventual implementation, thus falling in line with AECT’s Code of Professional 
Ethics.   
Definition of Terms 
4C/ID-Model – Four-component instructional design model including learning tasks, 
supportive information, just-in-time information, and part-task practice that allows for 
complex learning (van Merriënboer et al., 2002, p. 39). 
Analyze, Design, Develop, Implement, and Evaluate (ADDIE) – ADDIE is a 
conceptual framework that refers to a generic instructional design process and 
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includes analysis, design, development, implementation, and evaluation (Molenda, 
2003, p. 35).   
Consultation – An ongoing process where the ID and SME collaborates to create, 
edit, and improve learning experiences (Kebaetse & Sims, 2016). 
Collaboration – A partnership where collaborators use each other’s talents to meet a 
shared goal (Richardson et al., 2018). 
Instructional Designer (ID) - IDs are professionals who participate in  
“the study and ethical practice of facilitating learning and improving performance by 
creating, using, and managing appropriate technological processes and resources.” 
 (Definition and Terminology Committee of the Association for Educational 
Communications and Technology, 2008).  While this definition is specific to 
educational technology, it historically has been inclusive of instruction design and 
technology (Reiser, 2018).   
Motivational Interviewing (MI) – “Client-centered, directive method for enhancing 
intrinsic motivation to change by exploring and resolving ambivalence” (Miller & 
Rollnick, 2002, p. 25).   
Purpose-Based Training Needs Assessment (TNA) – A collection of analysis activities 
used to identify or validate the desire for training including context assessment, 
purpose determination, technique/tool selection, needs assessment planning, and 
result communication (Rossett, 1987). 
Subject Matter Expert (SME) – An SME is an authority on a certain area of 
knowledge (Keppell, 1999). 
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Purpose-Based Training Needs Assessment (TNA) – A collection of analysis activities 
used to identify or validate the desire for training including context assessment, 
purpose determination, technique/tool selection, needs assessment planning, and 
result communication (Rossett, 1987). 
Who is the Capstone Meant to Impact? 
 
 The capstone is meant to immediately impact IDs and SMEs with whom they 
collaborate.  Online training in MI will provide IDs with an additional tool to use in 
consultations with ambivalent SMEs.  IDs may at times feel frustrated with the lack 
of collaboration or progress toward positive change (Bawa & Watson, 2017).  By 
relieving some of the stress through motivating change, the hope is that some 
frustration will be relieved for both parties and a concerted effort can be made to 
move forward.  This will serve to make the collaborative relationship between SMEs 
and IDs much more effective and collegial. 
 The capstone is also meant to impact SMEs individually.  A positive impact 
on course quality because of a collaborative SME-ID relationship may positively 
impact SME experience with teaching and further instructional development.  The 
Richardson et al. (2019) study explained how different SMEs have varying 
expectations of IDs and their resulting relationships with them, depending on the 
context and the individuals involved.  As a result, there is always a risk that the ID 
does not understand the expectations for the relationship or understand how to work 
with different SMEs.  This lack of understanding of roles and expectations in the 
relationship may cause tension, lack of communication, and a variety of other issues.  
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Further, there is a current trend of unbundling of the faculty roles where IDs may be 
viewed as a threat to the importance of the faculty role within higher education 
(Richardson et al., 2019).  In some cases, when an ID suggests changes in course 
design, technology usage, or other aspects of course design and development, an 
SME may see the ID, not as a partner or collaborator, but as a usurper who is 
challenging their expertise and authority.  By employing MI strategies, the goal is to 
see an improvement in communication, a decrease in tension, and to view the ID as a 
collaborative partner.   
 Most significant, however, may be the ultimate impact that this capstone may 
have on the students who experience the instruction born of the relationship between 
SMEs and IDs.  IDs, in the Kumar & Ritzhaupt (2017) study, stated that while they 
do help faculty with their instructional goals, the IDs’ goal is to serve the students and 
their learning.  When the working relationship between SMEs and IDs is successful, 
the instruction is more likely to reflect that.  Despite the potential implications, it 
should be noted that none of these are direct impacts from this capstone.  The 
capstone started the process toward the creation of MI training for IDs that may result 
in these implications.  Despite the indirect implications of the MI training, potential 
funding departments, institutions, and organizations who may review the Analysis 
Summary and Design Brief should be made aware of these as they are important 
considerations when making funding decisions.    
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How was the Capstone Project Implemented? 
 The capstone project itself includes the Analysis Summary and Design Brief 
artifacts for the proposed creation of a training in MI for IDs.  This capstone project 
was an idea from a 2019 instructional design project to create a mental health 
platform for regional and distance learners at a higher education institution in a 
midwestern state.  I was introduced to the idea of MI and its usefulness in overcoming 
ambivalence to change by a SME in Social Work.  I was fascinated by the concept 
and after much research began to question why this was not formally taught to IDs 
who conduct consultations with SMEs.  With over a decade of experience as an 
instructional design professional, I have worked with many SMEs who were 
unwilling to make changes no matter what the literature, experts, and/or my 
experience bore.    Sometimes those refusals and subsequent persuasion techniques to 
convince them to make such changes do not affect the relationship between ID and 
SME, but many times they do have a negative effect.  It is truly dependent on each 
situation.  While I recognized that MI would not be a panacea, I did see many of the 
components of the client-counselor motivational interviewing interaction applying to 
the ID-SME context.   The research that resulted only strengthened my conviction 
that this is an appropriate technique to use in the context of the ID-SME relationship.  
It has yet to be studied.  
 I spoke about the project with the leadership of an instructional design unit in 
higher education who found it interesting and believed it could be useful for their unit 
and beyond.  This leader and I have had numerous conversations about the skills that 
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designers truly need.  We both have felt in the past that, with new hires, we can bring 
them up to speed easily with technology, processes, and theories, but their ability to 
work with faculty is much more difficult to teach and train.  This instructional design 
unit did not and does not have trainings, materials, or processes to bring employees 
up to speed on working with SMEs.  While the use of MI in ID-SME consultations 
would not solve this problem of overall training on working with SMEs in higher 
education, it would provide a tool to those less experienced in working with SMEs.  
Further, MI would provide those IDs who are more experienced with something 
different to try when typical tactics (including rapid prototyping, demonstration, 
timely repeated suggestions, and/or deference) fail to work. 
 My initial intention was to create the entire training and study the 
effectiveness.  From late 2019 through mid-2020, my doctoral committee helped me 
refine my idea into something more realistic.  The entire process of analysis, design, 
development, implementation, and evaluation was not a reasonable scope of work for 
the capstone.  At the time of my proposal, I was still inclined to create the entire 
training but was correctly encouraged by my committee to take a step back and focus 
on specific phases of an instructional design framework.  After my proposal, it was 
determined that the best place to start with this project was the beginning, focusing on 
the Analysis and Design phases of the ADDIE conceptual framework as outlined by 
Branch (2009).   This makes sense as it not only created a more manageable scope of 
work, but the capstone itself, containing the Analysis Summary and Design Brief, 
may be useful in providing potential funding organizations the opportunity to 
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evaluate the project before committing funds to create, implement, and evaluate the 
training.   
 In September 2020, I realized that while Branch (2009) provides a great set of 
processes and documentation to use alongside the ADDIE conceptual framework, a 
more complex skillset like MI would require the use of more complex processes and 
models.  Further, in terms of cost calculations, Branch (2009) did not consider 
differences in computer-based training which is important for the creation of more 
accurate cost estimates.   
To account for the varied needs, given the content and the context of the 
training, research was conducted to ascertain more appropriate methods.  As a result, 
while the Branch (2009) processes were used to create the artifacts of the Analysis 
Summary and Design Brief, the analyses and data relied upon diverged from those 
suggested.  For example, instead of the performance gap analysis provided by Branch 
(2009), I used the TNA outlined by Rossett (1987).   Instead of creating a task 
analysis, performance objectives, and assessment strategy analysis as outlined by 
Branch (2009), the learning tasks component and analyses in the 4C/ID model as 
described by van Merriënboer and Kirschner (2018) were used.   
Starting in October 2020 through February 2021, I continued to work through 
the processes and analyses to generate the artifacts of this capstone.  The capstone 
itself included the Analysis Summary and Design Brief resulting from the Analysis 
and Design Phases of the ADDIE conceptual framework as described by Branch 
(2009) using a myriad of strategies and processes.  The leadership of the instructional 
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design unit within a medium-sized higher education institution in a midwestern state 
previously mentioned was used as the audience for the documentation and analyses.  
This instructional design unit collaborates with SMEs on design projects of differing 
complexity.  The leadership of the instructional design unit is interested in the design, 
development, and implementation of MI training both within the institution and 
beyond.  Analyses such as the TNA, learner characteristics, resource identification, 
estimated costs, and ROI analysis were based on information provided by the 
instructional design unit through survey and interview or other de-identified 
secondary research data (salaries, SMEs worked with per year, tuition).  Since the 
leadership of the instructional design unit was interested in sharing the training with 
others throughout their state, estimated cost calculations and learner characteristics 
included information from IDs across the state gathered via survey or other de-
identified secondary research data (salaries).   
 The leadership within the instructional design unit viewed the artifacts and 
provided some preliminary feedback indicating excitement to press forward with the 
project.  Beyond this capstone, the leadership is considering funding the project or 
searching for funding for it in the future.  The unit has an ongoing interest in 
generating its own research and grant work, and a project such as this would provide 
the opportunity to pursue it further.  The unit leadership is aware of the usefulness of 
this project beyond the training of the designers and support staff and that it could 
generate some interesting research as well as the opportunity to provide training to 
other institutions.   
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Why were this Capstone and Related Strategies Selected? 
 The capstone and related instructional strategies were selected to help 
alleviate a problem facing many IDs who work with SMEs in higher education, that 
of SME ambivalence to change.  While IDs may not be able to resolve ambivalence 
in every case, a tool like MI would allow for the potential to overcome ambivalence 
and make enduring changes thus making the ID-SME working relationship 
exceptionally valuable and productive in improving student learning experience. 
 The related strategies selected to create the capstone include the use of the 
ADDIE conceptual framework to guide the analysis and design of the MI training for 
IDs, the replacement of the Branch (2009) guidance on performing a performance 
assessment with the Rossett (1987) guidance on performing a purpose-driven training 
needs assessment, the delivery system options and changes in the cost estimation 
assumptions used, the use of components the four-component instructional design 
model in the Design phase, and the adaptation of MI content for the ID context.   The 
various strategies adopted are discussed in turn and illuminate the decision-making 
process underlying the capstone project.   
ADDIE Conceptual Framework 
The related instructional strategies for the analysis and design of the online 
training of MI for IDs were guided by the ADDIE conceptual framework.  ADDIE is 
a conceptual framework that synthesizes commonly found processes and models 
within Instructional Design (Molenda, 2003).  Many instructional design models can 
be mapped to the phases found within the ADDIE framework (Dousay, 2018).  
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Models are meant to provide an operationalized mechanism for meeting the needs of 
our specific learners and contexts as they provide specificity in both techniques and 
tools (Dousay, 2018).  In contrast, a conceptual framework like ADDIE provides 
more general guidance.  By using ADDIE as a conceptual framework to guide the 
creation of the capstone Analysis Summary and Design Brief and using and/or 
adapting specific models, tools, and strategies needed to meet the needs of the 
learners and contexts, the capstone creation process used is indicative of design as 
practiced by IDs in the field.   
While it could be argued that the use of ADDIE is unnecessary when using a 
traditional instructional design model, it is rare to find a single model that meets the 
needs of the entire instructional design process from start to finish.  Often, models are 
adapted and used in tangent with other models and theories to meet the goals of the 
instructional design process.  By using ADDIE as a conceptual framework, it helps to 
clarify and organize the goals of the various strategies and model(s) used.  The 
ADDIE conceptual framework as outlined by Branch (2009) classifies the various 
analyses, components, tools, and techniques used to create instruction within the 
ADDIE phases.  It helps to make sense out of what could be difficult to understand 
and follow.  As Molenda (2003) notes, there is a tendency in the literature to 
acknowledge ADDIE as an umbrella term and to elaborate within that umbrella using 
other instructional design models and narratives.  An example of this can be seen in 
the Dousay & Logan (2011) instructional design case study where the Branch (2009) 
ADDIE framework and procedures were used with components of different 
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instructional design models as needed.  As a result, using ADDIE as a conceptual 
framework allows for more flexibility in the use of other tools and models.  The 
flexibility of using a conceptual framework to organize the processes while 
employing a variety of processes and analyses allows for a much more tailored design 
process than simply following a single model, theory, or process from start to finish.   
In addition to the flexibility offered by the guidance of a conceptual 
framework like ADDIE, using this framework may make the capstone artifacts easier 
to place and understand to outside professionals, like administrators and grant 
evaluators.  ADDIE remains one of the conceptual frameworks with which training 
professionals are most familiar (Tencza & Hale, 2018, p. 215).  As a result, when 
working with multiple professionals or submitting documentation to various 
organizations and institutions, it may be useful to use a framework as ubiquitous as 
ADDIE.  The familiarity of ADDIE to many in and outside of the field of 
instructional design may lead to more buy-in from non-instructional design 
professionals.   
The capstone focused on the Analysis and Design phases of the ADDIE 
conceptual framework as elaborated on by Branch (2009).  Spending a significant 
amount of time in these first two phases should lead to a reduced need for further or 
duplicative planning and research later (Peterson, 2003).  So, by expending effort, 
resources, and time toward the creation of specific and carefully created artifacts like 
the Analysis Summary and Design Brief, this capstone should lead to more direct and 
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efficient development, implementation, and evaluation of the proposed MI training by 
myself or others interested in the further development of training in this area.   
Branch (2009) offers an ADDIE conceptual framework that outlines various 
steps and procedures that may be done within the various phases.  The ten procedures 
outlined by Branch (2009) for the Analyze and Design phases can be seen in Table 1 
along with the artifacts and analyses that resulted.  Using these procedures as a 
backbone for the capstone ensured that thorough planning was conducted.  The 
capstone used these procedures as a guide while adding specificity of other strategies, 
techniques, and models to meet the needs of the instructional design project.   
Within the Analyze phase, Branch (2009) suggests the following processes 
resulting in the Analysis Summary: validate the performance gap, determine 
instructional goals, confirm the intended audience, identify required resources, 
determine potential delivery system including cost estimate, and compose a project 
management plan.  The processes suggested by Branch (2009) are easy to follow 
during this phase and largely appropriate.  Three notable changes to the procedures 
outlined by Branch (2009) in the Analyze phase, for the purposes of this capstone, are 
related to the first procedure (validate the performance gap) and the aspects of the 
fifth procedure (determine potential delivery system (including cost estimate)).   
Within the Design phase, Branch (2009) suggests the following processes 
resulting in the Design Brief: conduct a task inventory, compose performance 
objectives, generate testing strategies, and calculate return on investment.  The 
Design phase is an optimal time to use appropriate instructional design models to 
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create the blueprint for the instructional project.  While the procedures suggested by 
Branch (2009) are adequate, they do not take into consideration different types of 
instruction, learner needs, and so forth.  To meet the needs of this learning context, 
the 4C/ID model was used, and its processes enhanced three of Branch’s (2009) 
proposed procedures: conduct a task inventory, compose performance objectives, and 
generate testing strategies.    Also, while not mapped to the Design phase, concerns 
regarding the adaptation of MI content to the ID context are explored.  A discussion 
of the varied instructional strategies used in the Analyze and Design phases follow.   
Purpose-driven Training Needs Assessment 
For the first procedure outlined in the Analyze phase, validate the 
performance gap, a different method was chosen than what was provided by Branch 
(2009).  The guidance provided by Branch (2009) regarding how to validate the 
performance gap relies on the identification of the actual performance and 
quantifying what percentage of the performance each element contributes to the 
whole, the desired performance, the primary cause, as well as the quantification of the 
performance gap that each performance contributes.   Relationship building, 
collaboration, and communication skills are so ubiquitous and underlie so much of 
the ID’s work and are applied so differently from case to case, it is difficult to make 
those sorts of quantifications.  A different means for validating the performance gap 
was sought.  After reviewing the goals of various needs assessments as described by 
Kaufman & Guerra-Lopez (2013), it was clear that the goal of this training was to 
improve the efficiency of IDs in their consultations and working relationships with 
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SMEs which indicates that a Quasi-Needs Assessment is appropriate (2013, p.52).  
Quasi Needs Assessments are appropriate in several instances but are most 
appropriate when an organization is experiencing issues related to processes (such as 
communication, consultation, and relationship building in this case) and/or is about to 
implement an innovation or process (Kaufman & Guerra-Lopez, 2013).  Rossett’s 
(1987) Training Needs Assessment is considered a Quasi-Needs Assessment.   It was 
noted that Rossett’s (1987) approach is appropriate when there is already awareness 
that training is needed (Kaufman & Guerra-Lopez, 2013) 
The training needs assessment conducted was based on the guidance by Rossett 
(1987).  There are six steps outlined by Rossett to plan and implement a purpose-
based training needs assessment which include: assess the context, determine 
purposes, select techniques and tools, develop a TNA plan, develop stage planner(s), 
and communicate results (1987, p. 225-226).  The results from each step of the 
training needs assessment were provided (see Appendix B) and reflected in the 
Analysis Summary capstone artifact (see Appendix A).   
Potential Delivery System Options and Cost Estimates 
Another procedure from Branch (2009) where an alternative strategy 
procedure was chosen within the Analyze phase was aspects of the fifth procedure 
(determine potential delivery system (including cost estimate)).  There were two key 
changes made to this procedure that required justification.  First, three delivery 
systems were chosen to compare: webinar, asynchronous online training course, and 
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classroom training.  Second, alterations were made to Branch’s (2009) assumptions 
for the calculations for computer-based training.   Each will be discussed in turn. 
Delivery System Options 
First, the inclusion of three different delivery systems for comparison was 
based on the results of the needs assessment in addition to the desires of the 
instructional design unit.  While no one doubts the legitimacy of classroom training as 
an option for MI training in terms of a delivery system, there has been debate in the 
literature regarding MI training in the online environment.   However, online training 
in MI is feasible given the prevalence of MI training in the online environment.  The 
Motivational Interviewing Network of Trainers (MINT), a nonprofit organization of 
trainers in motivational interviewing was started by trainees of Dr. Miller and Dr. 
Rollnick to promote MI and effective learning in a variety of contexts.  MINT’s 
training website lists various trainings of beginner and advanced levels in multiple 
modalities including those facilitated by the co-founders of MI, Dr. Miller and Dr. 
Rollnick (Motivational Interviewing Network of Trainers, n.d.).  The online trainings 
include both synchronous workshops and online courses.  While the ubiquity of 
online MI instruction alone does not justify the usage of this practice in this context, it 
does illustrate the possibility of training for MI in the online environment.   
The difficulty in evaluating the efficacy of MI training in the online 
environment lies in varying extremes that it is conducted, and the strategies and 
technologies adopted therein.  However, despite this, there is indication in the 
literature that interpersonal skills and counseling methods like MI can be done in the 
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online environment.  The Shafer et al. (2004) study of distance education of MI 
training for health professionals where synchronous telecasts of instruction were 
provided along with assessment showed that the impact of the training was clinically 
insignificant in their long-term practice but noted the small sample size (9) of their 
study.  These authors also state that feedback to the trainees is crucial to the process 
of MI training which is something that their study lacked and that different 
technological applications may be better suited for skill-based objectives (p. 146).  
The outcome of the Shafer et al. (2004) study ultimately set the stage for further study 
of MI using different distance education strategies and technologies while noting that 
student perceptions of their skill and knowledge were not affected by the mode of 
learning. 
Mullin et al. (2016) approached the study of synchronous online MI training 
with a slightly larger self-selected sample size (20 in the in-person, 14 in the online) 
and found that the improvement of MI skills in the synchronous online training was 
comparable to that of the in-person training (p. 365).  The authors noted that there 
should be further study of asynchronous online training as well as a study of the 
requisite number of hours required of MI training to be proficient.  Fairweather’s 
(2018) study in her master’s thesis supported the notion that synchronous web-based 
training had similar results to that of more traditional training with a randomized 
sample.     
While still examining synchronous online instruction with a higher level of 
technology usage, Mitchell et al. (2011) examined the training of physicians (13) in 
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MI used both didactic instruction and role-playing in a virtual world which occurred 
synchronously as well.  The results indicated that 92% of physicians were able to 
demonstrate competency with MI in the context of colorectal screenings.  So even as 
they move away from traditional synchronous online training and toward more 
technology and resource-driven online training occurs, the results remain that there is 
little difference in the outcomes between those who participate in classroom training 
and those that do online.   
Asynchronous online instruction that provides MI training has seen limited 
study.  In the Mastroleo et al. (2020) study, the training of students in cognitive 
behavior therapy including MI through an asynchronous computer-based simulation 
indicated that those completing the simulation had an improvement in skills in agenda 
setting, explaining concepts, and understanding concepts than those who were 
exposed to the more traditional manual-based instruction.  Despite this, there was no 
difference in MI skill between the methods of instruction.  Again, there seems to be 
an indication of a lack of difference in skill provision between groups.  Cook (2019) 
designed, developed, and implemented an asynchronous MI computer-based 
instructional module that provided for instruction as well as included an 
asynchronous simulation for nurse practitioner students.  Post-test scores significantly 
increased based on the instructional instance.  Despite this, the study recognized the 
difficulty in the provision of MI training online due to the lack of real-world skill-
building that took place because of the design of the instruction.  Further, it was noted 
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that peer coaching and feedback were important to MI training but were not included 
in this instance (Cook, 2019).   
Further exploration of asynchronous online experiences required the literature 
covered to be expanded outside of MI.  The Karvinen et al. (2017) study on the 
evaluation of online learning modules for nurses counseling skills noted that online 
learning strategies may be effective in improving some dimensions of counseling 
skills in nurses, particularly in knowledge transfer.  Wagner et al. (2011) conducted a 
study where dental students were provided online modules to help improve 
communication skills and found that those assigned to the online modules showed 
higher performance on three of the five outcomes.  Despite this including additional 
online modules to their traditional instruction, they do note that online learning is at 
its best when there is a quality instructor, technical support is available, technology is 
integrated, and the faculty are prepared for and supportive of online teaching.  The 
learning is more likely to be effective in these circumstances. It was found in the 
Watson (2012) study that students enrolled in online counseling courses had self-
perceptions of higher counseling self-efficacy than those in the corresponding 
classroom courses.  This was likely due to the learning strategies used in the online 
courses and the demographics of those who typically self-select into online courses.   
While it is noted that self-perceived self-efficacy is important in the practice of 
counseling, skill-building is also important and the two do not always correlate.  The 
effectiveness of the online instruction was not evaluated in terms of skill-building in 
this case, nor was the type of online instruction considered in this study.   
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In all these studies there are lessons to be learned.  It seems well-documented 
that synchronous online learning in MI has shown similar results to classroom while 
not enough research has been done on asynchronous online learning that is easily 
comparable.  The issues in these studies are like the issues we see in the study of 
online learning in general, it is very difficult to account for the variables associated 
with the design, development, teaching, and context of the learning experiences.  The 
approaches and studies are not easily generalizable as a result which makes the 
literature base difficult to wade through.  I have yet to see a study that included the 
work of an experienced ID working with a SME in MI to create a training for MI 
practitioners, let alone IDs using these strategies.    
Despite this, multiple delivery systems including webinars, asynchronous 
courses, and classroom trainings for the MI training proposed in the capstone were 
evaluated in terms of cost and shared with the instructional design unit as part of the 
Analysis Summary.  A complete breakdown of the cost calculations for each modality 
can be found in Appendix B.  The choice of delivery system modality was primarily 
dependent on the desires of the instructional design unit based on cost and scalability 
with the desires of IDs playing a secondary role in the decision-making process.  As a 
result, the Design Brief capstone artifact found in Appendix A was created within the 
context of an asynchronous training due to the desires of the instructional design unit 
leadership.   
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Cost Estimation Assumptions 
The second change made to the procedure, determine potential delivery 
system (including estimated cost) outlined by Branch (2009), included updates made 
to the assumptions for the calculations for computer-based training.  The procedure 
outlined nine steps to estimating costs for each phase of the ADDIE conceptual 
framework.  However, in the Design and Develop phases, Branch (2009) did not 
make a distinction between different kinds of computer-based training.  Further, these 
design and development estimates for computer-based training did not consider 
technology and development innovations in the last 12 years.  As a result, I sought 
better indicators of the time it takes to develop different types of computer-based 
training.  In January 2021, Defelice published the results of a study conducted in 2020 
that surveyed design and development professionals regarding the time it takes them 
to design and develop in different modalities.  Defelice (2021) did make a clear 
distinction between the different kinds of computer-based training.  The design and 
development data from Defelice (2021) allowed for, what I believe to be, a much 
more realistic estimate.  The only downside to using the Defelice (2021) data is that 
the Design and Develop phases had to be conflated.    
Four-Component Instructional Design Model: Learning Tasks 
Within the Design phase of the ADDIE conceptual framework, 4C/ID was 
chosen to guide the process of creating a task inventory, compose performance 
objectives, and generate testing strategies.  4C/ID is an instructional design model 
meant to guide the design and development of complex skills (van Merriënboer, 
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2019).  There are four key components to this model: learning tasks, supportive 
information, procedural information, and part-task practice.  The 4C/ID procedures 
used in the capstone are all related to the learning tasks component of the design 
model.  The design of the learning tasks encourages design based on real tasks.  Van 
Merriënboer and Kirschner (2018) describe real-life tasks as those that may be ill-
structured, multidisciplinary, or team-related.  MI-related tasks and skills fit the 
definition of real-life tasks in that the context in which they are used is very ill-
defined.  The opportunity to use MI and the strategies needed may change from 
situation to situation.  As a result, MI training for IDs is an appropriate context to use 
the 4C/ID model.    Despite the potential regularity of use of these skills, they are 
exceedingly complex due to the necessity to bounce between the various strategies 
and techniques that comprise MI.  This makes the use of the 4C/ID model justifiable 
in the context of creating a training in MI for IDs.   
MI Content Adaptation 
Adapting MI as a content area is challenging.  Barwick et al. (2012, p. 1793) 
note the difficulty in the provision of training in that there is no checklist for 
practitioners to use in the real world which would guide training and the improvement 
of MI skills.  This lack of training guidance is supported by the founders of MI, 
Miller & Rollnick (2009) who state that the provision of such would not be in line 
with the spirit of MI which requires flexibility and is not a one size fits all approach.   
While there is no checklist for the use of MI in the field, Miller and Moyers 
(2006) have provided for eight stages of learning MI that include: 
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1. Openness to collaboration with clients’ own expertise, 
2. Proficiency in client-centered counseling, including accurate empathy, 
3. Recognition of key aspects of client speech that guide the practice of MI, 
4. Eliciting and strengthening client change talk, 
5. Rolling with resistance, 
6. Negotiating change plans, 
7. Consolidating client commitment, and  
8. Switching flexibly between MI and other intervention styles.  (p. 3) 
This can be used as a guiding framework for the content of the instruction.  It was 
determined that #1 and #8 were not needed to be included in the training for IDs.  The 
nature of the ID-SME relationship generally means that the ID already is very open to 
collaboration with the SME and their expertise.  Further, as this training is only 
focused on applying MI in the context of the ID-SME consultation and relationship 
and no other intervention styles are discussed, it seems unnecessary to train IDs on 
how to switch between MI and other techniques or strategies.  This lack of inclusion 
is reflected in the skills hierarchy analysis in Appendix C.  A breakdown of the tasks 
and objectives that were included can also be found in Appendix C.  This adaptation 
still aligns with Miller and Rollnick (2009) who do not believe in a one size fits all 
approach to teaching, learning, and applying MI.   
Some considerations rooted in the literature that were and will continue to be 
considered while designing and developing this instruction incorporates the inclusion 
of instructional strategies traditionally seen in counseling and medication such as 
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presentations and readings, media, modeling, role-playing, and observation and 
feedback (van Leusen et al., 2016).  Miller and Rose (2009) note that in studies 
related to training clinicians in MI a one-time workshop was not sufficient and that to 
see actual change in practice follow-up observation, coaching, or individual 
performance feedback was necessary.  After examining the balance of the literature, it 
seems as though Miller and Rose are discussing one-time workshops over a set 
(short) period.  There is not, unfortunately, a magic number for how much time it 
takes for someone to become proficient in MI, let alone using MI strategies in ID-
SME consultations.  A longer-form training over 3-4 weeks that includes multiple 
instances for coaching and feedback that scaffold in complexity would help to combat 
some of the issues associated with one and done instruction and still very much 
reflects the spirit of the 4C/ID model.  Further, once the initial training is created and 
eventually data is collected, more instances of much shorter “check-ins” can become 
available as seen in many continuing and professional development courses.  For 
example, a provider of MI training may offer participants the ability to continually 
send a media recording of their use of MI to be coded and evaluated.  In addition, 
later a learning community and assessment tool could be created to facilitate 
additional observation and coaching for those that desire it.  The training should be 
built upon as it grows and matures.  The beauty of the ADDIE conceptual framework 
and many theories and design models is that they are iterative allowing for the 
opportunity to build, change, and expand to meet the needs of the organization and 
the learners.  Constant evaluation should be encouraged of any resulting training.   
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When was the Capstone Implemented? 
 The capstone is focused on the analysis and design of an online training 
course for IDs dedicated to using MI skills in consultation resulting in an Analysis 
Summary and Design Brief.  The implementation of the capstone which included the 
creation of the Analysis Summary and Design Brief occurred over fall of 2020 
through February 2021.   
The capstone artifacts, Analysis Summary and Design Brief, have been shared 
with the unit leadership for review and reflection.  A rough version of the Analysis 
Summary was shared with the unit leadership in January for feedback before 
embarking on the Design Brief.  Further evaluation of the project is scheduled for 
April 2021.  In the interim, I will be continuing to review, reflect, and revise the 
artifacts as internal and external funding opportunities become available.  Whatever 
the disposition, these artifacts provide a solid foundation for the successful 
continuation of this project.   
Impact of the Capstone 
 This capstone is focused on the analysis and design of an online training 
course for IDs in the use of MI strategies for the higher education context.  The desire 
is that the training that the capstone will lead to will result in providing IDs a strategy 
to use with SMEs to build trust and rapport rapidly as well as to overcome 
ambivalence to instructional change to improve the effectiveness of instruction.  By 
doing so, the hope is to increase the satisfaction of both parties in the design and 
development process and to provide exceptional learning experiences for students.   
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 The instructional design unit for whom the capstone artifacts were created is 
starting to think more critically about how and why designers do what they do.  The 
desire moving forward is to increase ID efficiency and rapport with SMEs especially 
considering the workload of the ID unit being highly contingent on SME willingness 
to engage an ID as a consultant.  Given the voluntary nature of this relationship at this 
institution in most case cases, it makes the relationship-building and change-making 
skills of the ID even more important.   
From an instructional design professional perspective, this capstone will 
provide a base for any professional looking to create a training in MI for IDs.  
Ultimately, I would be thrilled for anyone to pick up with this project and continue 
forward with it by revising the Analysis Summary and the Design Briefs to meet their 
needs and/or moving forward through the Develop, Implementation, and Evaluation 
phases of the ADDIE conceptual framework.   The beauty of using ADDIE as a 
guiding conceptual framework for this capstone is that it makes it very accessible to 
many ID or training professionals who may not be familiar with all learning theories 
and models but are aware of ADDIE.  Someone familiar with ADDIE will be able to 
pick up this capstone and make sense of where they are and where they should go 
forth.  They can then use their own favorite theories, models, and processes to revise 
or continue forward with the development, implementation, and evaluation.    
Limitations of the Study 
 MI is not a silver bullet, but a strategy in our toolbox as IDs to use as needed.  
A key limitation of this capstone is generalizability in the use of MI in the context of 
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the ID-SME relationship.  The reason is due to the differences that occur in every 
consultation, every designer, every SME, every relationship, and every permutation 
therein.  As such, the IDs/learners will have to evaluate the use and continued use of 
this method in consultations.   
 Another limitation is that of reliability of use.  Each ID may bring in their own 
views and strategies related to MI that could affect its efficacy.  While a training will 
help to get them started with MI, it would be impossible to assume every potential use 
case and assess based on those situations to ensure coherent and appropriate 
responses and reactions.  These limitations need to be further explored through 
research on effectiveness and techniques seen within practice after training.    
 Specifically, when looking at the Training Needs Assessment, the survey 
responses and interviews were of a small number thus being limited again in terms of 
generalizability.  Further, the responses to the surveys ran the gamut.  It was difficult 
to make definitive conclusions about the instructional design professionals’ perceived 
need for such training.  This could have been a result of the questions or simply the 
variability between individual design professionals.   As a result, I would encourage 
anyone looking to create this training to conduct another needs assessment using a 
case study approach with semi-structured interviews as it will allow for more 
flexibility with follow-up questioning.  A more thorough, rich picture particularly of 
the institution would emerge as a result.  Despite this, the survey questions could be 
used as a starting point for the interviews.   
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Reflections 
 This capstone was born of my experiences as an ID in higher education.  I 
have ten years of experience working with faculty and other stakeholders on the 
creation of effective learning experiences and have long been interested in how to 
make the instructional design consultation more effective.  The scholars I follow most 
closely in the field are not concerned necessarily with the latest technologies or 
learning strategies, but instead on how designers do what they do (processes) and 
what we can do to improve on that (performance improvement).  My colleagues can 
attest that I am always questioning our procedures and how we can be more effective. 
As previously stated, working as the designer and project lead on an online 
mental health platform for distance and regional students introduced me to the notion 
of MI as a means of helping to encourage change in those less interested in doing so, 
or even more often those who indicate a readiness to change but are not quite ready.  
As a result of this interest, I pursued online education in MI through the Health 
Education & Training Institute in Maine.  I also spoke to various counseling 
professionals about this technique, brainstormed my ideas, and made changes based 
on their informal feedback.   
Through this entire process, the capstone has only strengthened my resolve 
that MI is a suitable strategy for IDs to use in the context of the ID-SME relationship.  
This was bolstered by the results of the needs assessment where more ID 
professionals than I expected noted that they are willing to simply drop a suggestion 
and defer to the SME expert to protect the relationship as seen in Appendix B.  While 
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the relationship is protected in that case, the ID is not necessarily being effective in 
their duties.   
In addition, the capstone has made me more cognizant of my design processes 
and a bit more deliberate than I have been in the past.  After ten years of experience 
in the higher education context, there are aspects of the design process that get 
skipped over due to a lack of time, or simply the ability to do some of these steps 
mentally.  I will admit that processes such as creating skill and learning task 
hierarchies and inventories are rarely done formally unless it is a large-scale, high-
priority project.  The capstone was a reminder that there is value in the small 
procedures and processes.  They help to create a blueprint that anyone could pick up 
and run with effectively.  I would say it is akin to why programmers add comments to 
their code.  It is to let the next person know (or even remind themselves) of what they 
did, why they did it, and why it is formatted as such.  The impact of my work on this 
capstone is being seen in my work professionally.  In a large-scale project that I am 
managing for a gatekeeping training for our learning management system, instead of 
each designer being accountable for the design and development of their assigned 
modules and simply creating, we are creating documentation that is being reviewed 
by teams with feedback, and so on.  So, in three months, we will be able to point to 
various points in the design and development process and say why we made the 
choices we did or if someone gets reassigned to a different process, we can bring a 
new designer up to speed efficiently.   
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While the capstone has made me more cognizant of design processes, it also 
has forced me to think more about the project management and decision-making 
aspects of creating proposals and blueprints for design projects.  My previous 
experience in creating a budget for a project is limited to calculating my hours for 
design and development work on grant projects and providing estimates for 
technology costs.  I was floored by the costs of these projects.  It is something that 
just rarely exists in the context that I operate.   
Further, the idea of trying to calculate a return on investment is something that 
my instructional design unit finds difficult to do.  Even when working on the 
institution’s strategic plan, we were asked to quantify our impact which we found 
impossible.  Calculating the ROI for such indirect implications, such as increased 
teaching and learning, seemed a herculean feat.  However, I did a bit of research and 
had to make some assumptions which is not something I always feel comfortable 
doing.  As a result of my discomfort, the ROI is likely far more conservative than it 
should be.   
Beyond a desire to develop, implement, and evaluate the training myself, my 
goal for the Analysis Summary, Design Brief, and contributing documents is that they 
may be used to garner support, funding, and additional resources for anyone looking 
to create this training.  Despite the lack of data regarding the efficacy of MI in the ID-
SME consultation and the efficacy of the instructional methods and strategies, this is 
an important first step.  The success of the capstone would be measured by the 
completion of an online training course that other IDs think is instructionally sound 
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and useful to them as practitioners in the field of ID and that MI practitioners feel is 
reflective of the spirit of MI and its associated strategies.   Further, a next step should 
be to study the efficacy after it has been implemented to explore the appropriateness 
of MI as a technique for IDs to use with SMEs.    
 
  




The Analysis Summary includes a discussion of the purpose of the project, the 
training needs assessment, the instructional goals, a learner profile, an audit of 
required resources, options for the delivery of the training including cost estimates, a 
project management plan, and next steps.  The goal of the Design Brief is to not only 
clarify the skills to be garnered by the learners but to provide a blueprint showing 
how to get from the current performance to the desired performance.  The Design 
Brief will include a restatement of the project purpose and instructional goal, the 
instructional sequence and strategy, a cost-benefit calculation, as well as a discussion 
of next steps.   
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Motivational Interviewing Training for Instructional Design Professionals: 
Analysis Summary 
Project Purpose 
The purpose of this project is to provide training motivational interviewing to 
instructional designers and support staff to improve the instructional designer and 
SME relationship as well as the quality of the resulting work products.   
Scholarship on the relationship between instructional designers and subject 
matter experts have indicated that when instructional designers are encouraging 
change and subject matter experts are ambivalent to that change, the collaborative 
relationship suffers.  Generally, there are three common outcomes to take: (1) forced 
acceptance of change, (2) forced acceptance of lack of change, or (3) negotiated 
acceptance of either 1 or 2.   In almost all cases, particularly in 1 or 2, one or both 
parties are left unhappy with the outcome and with feelings of powerlessness.  This 
can further affect additional decisions regarding other changes and affect the learning 
that results.   
When this occurs, this not only affects instructional designers and subject 
matter experts but the learners who are involved in the resulting learning experiences.   
The training needs assessment speaks to the instructional designers’ experiences with 
subject matter experts that support the scholarship in this area. 
Training Needs Assessment Results 
A training needs assessment was conducted in February 2021 to confirm the 
performance gap that a training in motivational interviewing for instructional design 
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professionals would try to resolve.  The results of the training needs assessment 
verified that the instructional designers do have issues maintaining their relationship 
with subject matter experts, they do feel responsible for this relationship, and that the 
strategies that they currently use are not related to motivational interviewing.  
Additional information was collected from instructional designers outside of the unit 
throughout the midwestern state to identify if there is a need for such training to be 
scaled outside of this institution.   
The results were gathered via survey for the instructional design professionals.  
Two surveys were sent out.  The first survey was sent specifically to instructional 
design professionals at this institution.  The second survey was sent to instructional 
design professionals throughout the state via the state’s instructional design 
association email group.  The respondents to both surveys were few with 5 of 7 
possible respondents participating from the unit, and 9 of more than 65 possible 
respondents participating statewide.  In addition to the survey responses, interviews 
were conducted with the (2) instructional design supervisors for the unit.   
The most pertinent results of the needs assessment follow.  Not surprisingly, 
instructional design professionals found their relationships with subject matter experts 
to be important.  Within the unit, 80% of respondents found the relationship to be 
very important as did 77.78% of professionals statewide.  The unit supervisors 
confirmed in the interviews that the relationship was important to student learning as 
a good instructional design professional and subject matter expert working 
relationship can lead to better instruction and teaching.   
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Given the importance of the relationship, instructional designers need to 
encourage change and innovation while keeping subject matter experts engaged.  
While this is a relationship, instructional design professionals feel very responsible 
for the state of the relationship with subject matter experts.  Within the unit, all 
respondents felt this was the case, while 44.44% of professionals statewide felt very 
responsible for the relationship and 55.56% felt moderately responsible.  The 
instructional design professionals within the unit found that a subject matter expert’s 
reluctance to make changes is a common challenge that they face in this relationship.  
This is in contrast with the statewide instructional design professionals who felt that 
lack of time, a lack of respect for the instructional designers, and a lack of 
understanding of the instructional designers’ role as being the most common 
challenges faced.   
Although it seems as though conflict in the context of this relationship could 
negatively affect the relationship moving forward, most of the respondents both 
within the unit and statewide stated that there was no negative impact.  However, this 
lack of negative impact may be due to deference to the subject matter experts and the 
instructional design professionals dropping their suggestions.   While a negative 
impact on the relationship does not ensue, the benefit of the instructional designer’s 
advice and consultation is lost, that of increased student learning.   
In short, the training needs assessment has shown that the current performance 
by instructional design professionals shows a need for additional tools to help 
improve the instructional designer-subject matter expert relationship.  The current 
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popular method of outright deference to the subject matter expert does not actually 
improve the working relationship.  This in combination with the instructional design 
unit’s responses that subject matter experts’ ambivalence to change is one of their 
most common challenges indicates that motivational interviewing techniques which 
are focused on helping clients resolve said ambivalence may be a helpful tool.   
The training needs assessment also posed questions to the instructional design 
professionals, both within the unit and statewide, the unit instructional design 
supervisors regarding professional development preferences.  Both within the unit 
and statewide, webinars were largely preferred with asynchronous courses taking 
second.   
Purpose Statement 
Provide training in motivational interviewing to instructional design 
professionals to improve the instructional designer-subject matter expert relationship 
and the quality of the resulting work products.   
Instructional Goal 
Conduct a meeting with a subject matter expert applying motivational 
interviewing effectively to address ambivalence to change.   
Learner Profile 
Student Group. The student group includes the unit instructional design 
professionals and potentially statewide professionals as well.   
General Characteristics. Within the unit, instructional designers all have 
master’s degrees in the field while the support specialists have bachelor’s degrees.  
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Most of the professionals work with between 11 to 30 subject matter experts a year 
but work intensively with less than 10 a year.  Statewide, professionals mostly have 
master’s degrees with a few having doctorates.  These professionals work with 
between 11 to more than 31 subject matter experts a year but work intensively with 
less than 15 a year.   
Number of Students. Within the unit, there is the potential for 7 students.  
Statewide, based on the email group, there is the potential for more than 65 students.   
Student Location. Within the unit, all students are local.  All have offices at 
the unit but are working remotely during the pandemic.  Statewide, all learners are 
located throughout the state.   
Experience Levels. Within the unit, at least 3 of the staff have five or more 
years of experience and at least 2 have less than four years of experience.  Statewide, 
most of the survey respondents had more than five years of experience.   
Student Attitudes. The instructional design professionals feel responsible for 
the state of the relationship between the ID-SME and value that relationship’s 
importance.  Within the unit, when facing issues in the ID-SME relationship, only one 
respondent noted that they try to identify the root of the issue.  Statewide, no 
respondents reported trying to identify the root of the ambivalence to change.  Many 
respondents, both within the unit and statewide, defer to the subject matter experts to 
move forward.  In both groups, webinars were chosen as the preferred method of 
professional development followed by asynchronous courses.     
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Skills that Impact Potential to Succeed in the Learning Environment.  
There are no special technology, resources, and skills required to fully participate in 
the training.  Typical technology such as a computer or device capable of entering a 
learning management system, streaming audio and video, and clicking or swiping is 
required.  All elements will need to be made accessible or include equitable 
alternatives for those who require accommodations.  In terms of skills, those that are 
used daily by instructional designer professionals such as reading, listening, and 
observing body language are required to complete this training.   
Required Resources 
The following resources are required for the successful design, development, 
implementation, and evaluation of this training: content-related resources, 
technology-related resources, facility-related resources, and human resources. 
Content-related Resources. All materials used as ancillary materials or 
supportive materials to inform activities, guidance, practice, and assessments are 
available under creative commons licensing (CC BY-SA 4.0).  This means that 
content will not need to be purchased to help develop the training materials.  Care 
will need to be taken to provide proper attribution.  The balance of the content will be 
created by developers and reviewed by content experts.   
Technology-related Resources. The technology-related resources necessary 
are tied directly to the modality of the training.  The results of the training needs 
assessment indicate that webinars or asynchronous courses are the most desirable 
modes of training for these students.  As a result, access to the learning management 
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system, audio-video conferencing software, video production facilities, and various e-
learning development software is required to develop and implement the training 
successfully.  All these resources are currently available.  In addition to these 
resources being available, all will need to be used in such a way that takes into 
consideration accessibility.  All these technologies do have voluntary product 
accessibility templates available.  Those will need to be procured and reviewed. 
Facility-related Resources. Video production space to create and edit 
instructional video has been identified and reserved as needed.  Office space for the 
designer/developer is also required that includes necessary technology and has been 
identified.   
Human Resources. The primary facilitator has been identified (lead 
instructional designer) but will need a workload adjustment to account for the design, 
development, implementation, and evaluation of this project.  A secondary facilitator 
and subject matter expert have been identified to not only provide feedback on the 
training but to act as a second reviewer for assessment grading.  The secondary 
facilitator will need to be compensated for his/her/their time.  A video production 
specialist has also been identified and is available but will need to be scheduled well 
ahead of time.  Instructional design support has been identified but will need to be 
scheduled ahead of time and a workload adjustment will need to be done to account 
for the increased work that this project brings.   
Overall, most of these resources are readily available.  The additional expense 
of procuring the secondary facilitator and subject matter expert is of the most urgent 
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need to move forward.  The rest of the required resources are those that already exist 
and are available but may need to be scheduled and/or freed up as needed.   
Delivery Options and Cost Estimates 
There are three delivery options currently under consideration which include 
Option A: Webinar, Option B: Online Course – Asynchronous, and Option C: 
Classroom Training.  No matter the modality, student time on task is estimated to be 
about 8 hours.  A breakdown of the lengths of the various options can be found in 
Table A1. 
Table A1 
Comparison of Delivery Options and Length of Training 






Time on Task 8 hours 8 hours 8 hours 
Days/Weeks Over 2 days Over 4 weeks Over 2 days 
Hours Per Day/Week 4 hours per day 2 hours per week 4 hours per day 
 
The proposed training will be designed using the ADDIE (Analysis, Design, 
Develop, Implement, and Evaluate) conceptual framework.  For the ease of 
calculating costs, a cost estimate sheet is provided below in Table A2 that provides 
estimations for each phase of the ADDIE framework broken down by delivery option.  
Each delivery option is further broken down by unit and statewide.  This is to provide 
the opportunity to consider scaling the training to meet the needs of other design units 
and professionals beyond this institution.  A breakdown of the various calculations 
































Comparison of Cost Estimates, Delivery Options, and Learner Populations 
 Option A: Webinar Option B: Asynchronous Option C: Classroom 
 Unit Statewide Unit Statewide Unit Statewide 
Analysis $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 
       
Design & 
Develop 
$15,864.80 $15,864.80 $43,174.92 $43,174.92 $19,491.04 $19,491.04 
       
Implement $2,841.08 $19,532.84 $2,841.08 $19,532.84 $2,841.08 $23,032.84 
       
Evaluate $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 
       
Total $25,305.12 $41,995.88 $52,615.24 $69,307 $28,931.36 $49,123.12 
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Project Management Plan 
The project management plan includes a discussion of the team and their 
various responsibilities, the constraints that must be considered with this training, and 
an estimated schedule for completion based on these resources and constraints.   
Team. First, the project management plan is dependent on the procurement of 
the human resources discussed in the resource audit.  The plan, in its current state, is 
based on one designer/developer, one additional facilitator, and one video production 
specialist.  However, if additional instructional design staff can be used such as an 
additional instructional designer/developer, then the amount of time estimated to 
complete the project could be decreased.  The team members, sans the additional 
instructional design staff, are as follows: 
• Lead Instructional Designer/Developer: This instructional designer will be 
direct other team members as to their roles, the timelines expected, and will 
provide feedback as needed.  Also, this person will be the primarily 
responsible designer for the creation of this training from start to finish.  
Finally, this person will be the lead facilitator. 
• Second Facilitator/Subject Matter Expert: The second facilitator/subject 
matter expert is an expert in the use of motivational interviewing in clinical 
settings.  This person will not only provide their expertise in terms of 
feedback on the training to the designer but will also be a second reviewer of 
the learner work that results from the training assessments.   
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• Video Production Specialist: The video production specialist will organize 
pre-production, recording, editing, and other post-production activities 
associated with the creation of thirty minutes of finished video for this project. 
Constraints. While a great team is needed to help launch this training project, 
we must always consider the constraints that threaten the success of any project.  By 
being aware of these constraints, we are more likely to monitor the project to ensure 
that its success is not decreased.  The primary constraints are that of cost, time, and 
































Description of Constraints and Recommended Actions 
Constraint Problem Recommended Actions 
Time The project could be delayed due to 
resource, personnel, etc. issues.  The 
longer a project goes on the more 
likely it is to see delays.   
• Multiple designers/developers 
working on this project would 
decrease the development time 
substantially, thus decreasing the 
likelihood of delay.  
• Monitor task completion, follow-
up with stakeholders, and report 
regularly on progress to ensure 
that project stays on track.  
Scope The project’s scope could be 
increased.  There is an inevitable 
desire to overcomplicate training or 
to add more information than what is 
necessary.   
• Multiple sources of feedback on 
the development can ensure the 
scope does not creep too far. 
• Ensure the development follows 
the objectives.  Instructional 
alignment helps to create efficient 
instruction.   
Cost The project’s cost goes beyond 
estimations. 
• Monitor the budget and report 
regularly progress. 
• Training could be revenue-
generating and marketing it to 
instructional design professionals 
outside of the institution. 
• Revise cost estimates as costs 
become clearer and report 
accordingly. 
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Proposed Schedule. Given the team members, resources, and constraints, the 
Figure A1 shows a proposed schedule for completing this training through the 
implementation.  This schedule is subject to revision based on unit needs, resource 































High-Level Gannt Chart for Motivational Interviewing Training Completion 
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The project will be completed at the end of April of 2022 based on Figure A1. 
Next Steps and Recommendations 
Motivational interviewing offers a tool to instructional design professionals 
when managing a relationship with a subject matter expert who is ambivalent to 
change.  A tool such as this offers the opportunity to not only make meaningful 
change in instruction that can have a positive effect on student learning, but also 
assist in the creation and maintenance of a true collaboration between subject matter 
experts and instructional designers.  In terms of next steps, the following is suggested: 
• Decide on the learner population.  This could be an opportunity for the unit to 
start monetizing their trainings as other institutions have done in the past.  The 
recommendation is to use a state-wide learner population.  By scaling to this 
level immediately, the unit learner population can be used as a pilot for the 
training.  This will cut down on the time needed to procure pilot participants 
for evaluation of the training.   
• Decide on a delivery system.  While the learners indicated in the training 
needs assessment that webinar is the desired modality for professional 
development, it is recommended that an asynchronous course (with or without 
synchronous elements) be created instead.  This is due to the designer’s ideas 
regarding potential designs that are much easier to control for a facilitator than 
the webinar format.  An asynchronous course will allow for the use of the 
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learning management system which can be used to protect student privacy and 
provide for accessible content and alternatives.   
• Identify funding.  If the unit is not interested in or cannot self-fund the project, 
grant funding should be sought, both internally and externally.   
• Create a Design Brief.  The project manager/lead instructional designer will 
create a Design Brief that will identify the tasks associated with the training, 
the instructional objectives, an assessment strategy, and a calculation of the 
return on investment of this training along with a revised cost estimation.  The 
Design Brief will give the unit a better understanding of what the training will 
entail, what skills will be improved, and how they will be assessed.   
This training is an exciting opportunity for this unit to develop something 
novel that could have implications well beyond the institution.  In addition to 
improving student learning at our institution, it could provide the opportunity to 
generate further revenue or to provide our colleagues across the state (and potentially 
farther) with free training.  Since motivational interviewing has not been evaluated in 
the context of instructional design-subject matter expert relationships, the conclusion 
of this training implementation may lead to some interesting research as to its actual 
efficacy in action.   
Your feedback on this is welcome and the consideration is appreciated.  
Please contact the project manager/lead instructional designer for additional 
information. 
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Motivational Interviewing Training for Instructional Design Professionals: 
Design Brief 
Project Purpose 
The ultimate purpose of this project is to provide training motivational 
interviewing to instructional designers and support staff to improve the instructional 
designer and subject matter expert relationship as well as the quality of the resulting 
work products.   
Instructional Goal 
Conduct a meeting with a subject matter expert applying motivational 
interviewing effectively to address ambivalence to change.   
Instructional Strategy and Outline 
Since motivational interviewing is a complex skill, the Four-Component 
Instructional Design model was used to identify the components associated with 
learning tasks such as learning task identification, classification, sequencing, and 
alignment with the assessment strategy.   
Overall, the learning sequencing is tied to the order of operations in 
motivational interviewing.  The instructional strategy below includes the 
segmentation of instruction based on task classes which were created using emphasis 
manipulation, performance objectives, learning tasks, an assessment strategy for each 
learning task, and rubrics as appropriate.  Skill hierarchies, task hierarchies, and other 
forms of underlying documentation that informed this strategy are available upon 
request. 
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Module 1: Appropriateness of Motivational Interviewing in Instructional 
Design Meetings with Subject Matter Experts.  The performance objectives, 
instructional strategy, and outline follow. 
Performance objective(s):  
• In an instructional designer-subject matter expert meeting, learners will 
determine the appropriate context for using motivational interviewing 
techniques. 
All learning tasks in Module 1 are associated with the following Task class: 1. Apply 
motivational interviewing in an instructional designer-subject matter expert 
meeting/consultation, emphasizing determining the appropriate context for using 
motivational interviewing techniques.  Table A4 provides the learning strategy for 
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Table A4 
Module 1: Description of Assessment Strategy by Learning Task 
Learning Tasks Assessment Strategy 
1.1 Learners will determine the 
appropriate context for using 
motivational interviewing in 
instructional designer-subject matter 
expert meetings with full access to 
support.   
 
Mode: e-learning  
 
Assessment Items:  Learners will be presented with both easy (1) and moderate 
(2) difficulty-level questions for a total of three that are randomly selected.  
 
Easy Questions (minimum pool of 3): Given this scenario, do you think it is 
appropriate to use motivational interviewing?  Yes/No 
 
Moderate Questions (minimum pool of 5): Given this exchange, select the 
phrase or sentence that best indicates the use of motivational interviewing may 
be appropriate.  Three answer options will be provided.   
 
Support: The support level is high.  A lightbox with background information, 
procedures, and/or best practices will be available throughout.  Further, learners 
will know immediately once an answer to a question is selected whether it is 
correct or incorrect along with explanation and re-direction as needed.  Learners 
will not be able to proceed to the next question until the previous one is 
answered correctly.         
 
Criteria for evaluation:  The criteria are content-based as it is an evaluation 
based on accuracy.  The learner identifies cases where motivational 
interviewing is appropriate to use, and the learner identifies phrases that 
indicate the subject matter expert is ambivalent to change thus implying that 
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Learning Tasks Assessment Strategy 
Grading/Feedback: Learners will not be able to proceed past any given 
question without selecting the correct response.  Immediate feedback is 
provided after the answer is selected.  Feedback is automated including 
correct/incorrect designations as well as explanations and re-direction based on 
selections. 
 
Learning Trajectory: Learners (learner control) can repeat this task an 
unlimited number of times as desired.   
 
1.2 Learners will determine the 
appropriate context for using 
motivational interviewing in 
instructional designer-subject matter 
expert meetings with little to no access 




Assessment Items: There are two parts to this assessment.  In Part I, learners 
will be presented with both easy (1) and moderate (2) difficulty-level questions 
for a minimum of three questions.  The questions will not be randomly selected 
as there is a specific adaptive trajectory that learners may experience based on 
their responses.   
 
Easy Questions (minimum pool of 5): Given this scenario, do you think it is 
appropriate to use motivational interviewing?  Yes/No 
 
Moderate Questions (minimum pool of 7): Given this exchange, select the 
phrase or sentence that best indicates the use of motivational interviewing may 
be appropriate.  Three answer options will be provided. 
 
In Part II, learners will be presented with the following question/assignment: 
Write a scenario where the use of motivational interviewing would be 
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Learning Tasks Assessment Strategy 
 
Support: The support level is low.  A lightbox with background information, 
procedures, and/or best practices will no longer be available.  Further, while 
learners will know after submitting a response to a question as to whether their 
response was correct or incorrect in Part 1, they will not get any feedback and 
will be pushed to the next question.  Further, no immediate feedback will be 
available to learners for Part II.   
 
Criteria for evaluation: For Part I, the criteria for evaluation are content-based 
as it is an evaluation based on accuracy.  The learner identifies cases where 
motivational interviewing is appropriate to use, and the learner identifies 
phrases that indicate the subject matter expert is ambivalent to change thus 
implying that motivational interviewing may be appropriate to use.   
 
For Part II, the criteria for evaluation are content, process, and impac-based.  
The following holistic rubric will be used to evaluate the written scenario.  See 
Learning Task 1.2 Rubric. 
 
Grading/Feedback: For Part I, learners will get automated feedback as to 
whether their responses were correct or incorrect.  Further, learners will be 
notified if they are required to restart the assessment due to meeting the 
threshold for incorrect answers.  However, they will get no automated feedback 
as to the rationale.  Successful completion of Part I is based on correct 
responses for 1 easy question and 2 moderate questions.  Being prompted to 
restart the assessment will be based on 3 incorrect responses.   
 
For Part II, learners will get manual feedback from the facilitator after 
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Learning Tasks Assessment Strategy 
 
Learning Trajectory: For Part I, the e-learning application (system control) 
will direct the students to different levels of questions.  If the first easy question 
is answered correctly, learners will be directed to moderate-level questions 
where they will continue to get moderate-level questions until they get 2 
moderate-level questions correct or 3 moderate-level questions incorrect.  If the 
first easy question is answered incorrectly, learners will be directed to 
additional easy-level questions until they get 1 correct.  At that point, they will 
be directed to get moderate-level questions until they get 2 correct or if they get 
2 incorrect.  Three incorrect questions at any level will direct the learner to 
restart the assessment.  Learners (learner control) will have the ability to restart 
Part I as many times as required by the facilitator. 
 
For Part 2, the application (system control) will direct the student to the 
question.    




Description of Learning Task 1.2 Rubric 
Part II: Written Scenario Rubric 
3 
Scenario is more than one paragraph, well-detailed, realistic, and is easy to 
read.  It includes both the request being made by the instructional designer 
and the response and attitude of the subject matter expert.  The response and 
attitude of the subject matter expert reflects clear ambivalence to change. 
 
2 
Scenario is one paragraph and is easy to read but lacks some details and/or 
may not be realistic.  It includes both the request being made by the 
instructional designer and the response and attitude of the subject matter 
expert.  The response and attitude of the subject matter expert reflects 
ambivalence to change but is not clear.   
 
1 
Scenario is less than one paragraph and lacks detail and/or may not be 
realistic.  Scenario is not easy to read.  It lacks either or both the request 
being made by the instructional designer and the response and attitude of the 
subject matter expert.  The response and attitude of the subject matter expert 
do not reflect ambivalence to change.   
 
Module 2: Applying Client-Centered Communication and Counseling 
techniques in Instructional Design Meetings with Subject Matter Experts.  The 
performance objectives, instructional strategy, and outline follow. 
Performance objective(s):  
• In an instructional designer-subject matter expert meeting, learners will use 
client-centered communication and counseling skills. 
• In an instructional designer-subject matter expert meeting, learners will use 
client-centered communication and counseling skills such as open questions. 
• In an instructional designer-subject matter expert meeting, learners will use 
client-centered communication and counseling skills such as providing 
affirmation. 
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• In an instructional designer-subject matter expert meeting, learners will use 
client-centered communication and counseling skills such as conducting 
reflective listening. 
• In an instructional designer-subject matter expert meeting, learners will use 
client-centered communication and counseling skills such as providing 
summary reflection.   
All learning tasks in Module 2 are associated with the following Task class: 2. Apply 
motivational interviewing in an instructional designer-subject matter expert 
meeting/consultation, emphasizing using client-centered communication and 
counseling skills such as using open questions, providing affirmation, conducting 
reflective listening, and providing summary reflections.  Table A6 provides the 
learning strategy for Module 2 by learning task and Table A7 provides a rubric for the 

































Module 2: Description of Assessment Strategy by Learning Task 
Learning Tasks Assessment Strategy 
2.1 Learners will use client-centered 
communication and counseling skills in 
instructional designer-subject matter 
expert meetings with full access to 




Assessment Items: Learners will be presented with both easy (1) and 
moderate (1) difficulty-level questions for a total of two questions per 
component of client-centered communication and counseling skills (open 
questions, affirmation, reflective listening, and summarizing reflections) for a 
total of 8 questions randomly selected within the components (ex. 1 easy 
question randomly selected from a pool of 3 easy questions about open 
questions). 
 
Easy Questions (minimum pool of 3 per component): Given this exchange, 
select the component of client-based communication that best describes the 
highlighted portion of the transcript.  Five answer options including the four 
components of client-centered communication skills and one option stating 
none of the above will be provided.   
 
Moderate Questions (minimum pool of 5 per component): Given the 
following transcript, match the highlighted portions with the corresponding 
component of client-centered communication and counseling skills.   
 
Support:  The support level is high.  A lightbox with background 
information, procedures, and/or best practices will be available throughout.  
Further, learners will know immediately once an answer to a question is 
































Learning Tasks Assessment Strategy 
direction as needed.  Learners will not be able to proceed to the next question 
until the previous one is answered correctly.     
 
Criteria for evaluation:  The criteria are content-based as it is an evaluation 
based on accuracy.  The learner identifies where specific components of 
client-centered communication and counseling skills are being used by 
examining both simple and complex examples.   
 
Grading/Feedback: Learners will not be able to proceed past any given 
question without selecting the correct response.  Immediate feedback is 
provided after the answer is selected.  Feedback is automated including 
correct/incorrect designations as well as explanations and re-direction based 
on selections.   
 
Learning Trajectory: Learners (learner control) can repeat this task an 
unlimited number of times as desired.   
 
 For each component of client-centered communication and counseling skills 
(open questions, affirmation, reflective listening, and summarizing 
reflections) learners will be presented (system control) at least 2 different 
cases where they will determine via Multiple Choice questions the 
appropriate context for using motivational interviewing.   
 
 
2.2 Learners will use client-centered 
communication and counseling skills in 
instructional designer-subject matter 
Mode: e-learning 
 
Assessment Items: There are two parts to this assessment.  In part I, learners 
































Learning Tasks Assessment Strategy 
expert meetings with diminishing access 
to support.   
 
 
a minimum of 2 questions per component of client-centered communication 
and counseling skills (open questions, affirmation, reflective listening, and 
summarizing reflections) for a minimum of 8 questions.  These questions will 
not be randomly selected as there is a specific trajectory that learners may 
experience based on their responses.   
 
Easy Questions (minimum pool of 5): Given this exchange, select the 
component of client-based communication that best describes the highlighted 
portion of the transcript.  Five answer options including the four components 
of client-centered communication skills and one option stating none of the 
above will be provided.   
 
Moderate Questions (minimum pool of 7): Given the following transcript, 
match the highlighted portions with the corresponding component of client-
centered communication and counseling skills.   
 
In Part II, learners will be presented with the same instructions that contain 
multiple parts: Given the following partial transcript, please fill in the blanks 
with your own statements reflecting appropriate use of either open questions, 
affirmation, reflective listening, and summarizing reflections.  
 
Support: The support level is diminishing.  A lightbox with background 
information, procedures, and/or best practices will no longer be available.  
Further, while learners will know after submitting a response to a question as 
to whether their response was correct or incorrect in Part 1, they will not get 
any feedback and will be pushed to the next question.  However, correct 
responses and guidance as well as example responses for Part II will be 
































Learning Tasks Assessment Strategy 
 
Criteria for evaluation: The criteria are content-based as it is an evaluation 
based on accuracy.  The learner identifies where specific components of 
client-centered communication and counseling skills are being used by 
examining both simple and complex examples.   
 
For Part II, the criteria for evaluation are content, process, and impact-based.  
The following holistic rubric will be used to evaluate the written responses.  
See Learning Task 2.2 Rubric. 
 
Grading/Feedback: For Part I, learners will get automated feedback as to 
whether their responses were correct or incorrect.  Further, learners will be 
notified if they are required to restart the assessment due to meeting the 
threshold for incorrect answers.  However, they will get no automated 
feedback as to the rationale. Successful completion of Part I is based on 
correct responses for 1 easy question and 1 moderate question.  Being 
prompted to restart the assessment will be based on 2 incorrect responses in 
each section.   
 
For Part II, learners will get manual feedback from the facilitator after 
completion.  In the interim between completion and facilitator feedback, the 
learners will get immediate sample responses to provide the opportunity for 
self-evaluation.   
 
Learning Trajectory: For Part I, the e-learning application (system control) 
will direct the students to different levels of questions.  If the first easy 
question is answered correctly, learners will be directed to moderate-level 
































Learning Tasks Assessment Strategy 
get 1 moderate-level question correct or they get 2 moderate-level questions 
incorrect.  If the first easy question is answered incorrectly, learners will be 
directed to additional easy-level questions until they get 1 correct.  At that 
point, they will be directed to get moderate-level questions until they get 1 
correct or if they get 2 incorrect. Two incorrect questions at any level will 
direct the learner to restart the specific component question string/path.   
 
Learners (learner control) will have the opportunity to repeat Part I of this 
task an unlimited number of times as desired.   
 
For Part 2, the application (system control) will direct the student to the 
question.    
 
2.3 Learners will use client-centered 
communication and counseling skills in 
instructional designer-subject matter 
expert meetings with little to no access 
to support.   
Mode: e-learning 
 
Assessment Items: There will be three parts to this assessment.  In Part I, 
learners will be presented with descriptions of three scenarios.  The learners 
must pick a scenario that is appropriate for the use of motivational 
interviewing.  The instructions will read as follows: Of the three provided 
scenarios, which do you think is most appropriate for the use of motivational 
interviewing?  (Two will be correct, one will be incorrect). 
 
In Part II, learners will be presented with the chosen branched decision-
making scenario.  The application will walk the learner through the role-play 
exercise with the application acting as the subject matter expert and the 
learner acting as the instructional designer.  The subject matter expert will say 
































Learning Tasks Assessment Strategy 
will select an appropriate response from a series of multiple-choice options.  
Based on those responses, the conversation will take various turns.   
 
In Part III, at the end of the scenario, a transcript will be provided to the 
learner.  The learner will then be prompted to identify the client-centered 
communication and counseling skills used in the various interactions (each 
line of the learner’s responses will have an accompanying drop-down box to 
select the appropriate skill).   
 
Support: The support level is low.  No lightbox with background 
information, procedures, and/or best practices will be provided.  In Part I, the 
learners will get immediate feedback if they choose the scenario for which 
motivational interviewing is not appropriate.  In Part II, while learners will 
not know after submitting a response definitively whether it is correct, they 
will see the response by the subject matter expert which may indicate 
correctness.  In Part III, learners will not get immediate feedback on their 
responses.   
 
Learners will be able to repeat the entire learning task one additional time 
with a different scenario.   
 
Criteria for evaluation: The criteria for Part I, Part II, and Part III are based 
on accuracy.  The learner identifies a scenario where motivational 
interviewing is appropriate to use.  The learner also correctly identifies 
appropriate responses to a subject matter expert given the context of the 
scenario.  The criteria for Part III are also based on accuracy as well as 

































Learning Tasks Assessment Strategy 
Grading/Feedback: Learners will not be able to proceed past Part I until an 
appropriate scenario is selected.  This feedback will be automated and 
immediate.  Immediate feedback will not be provided for Parts II and Parts 
III.  Learners may be able to infer correct/incorrect responses in Part II due to 
the changing conversation with the subject matter expert but will not know 
definitively.  Grading will be done automatically after submission of Part III.   
 
Learning Trajectory: Learners (learner control) can choose one of two 
correct scenarios to complete.  Learners (learner control) can reset their 
assessment or any part of their assessment UNTIL Part III is submitted.  The 
entire assessment can be completed one additional time with the other 
previously un-picked scenario.  The application (system control) will direct 
students from Part I to Part II to Part III as they progress.  The system (system 
control) will only generate automated feedback for a given scenario after Part 
III is submitted.   




Description of Learning Task 2.2 Rubric 
Part II: Partial Transcript Responses 
3 
Each blank (4) contains a response that correctly assumes a specific client-
based communication and counseling skill.  Responses are all reflective of 
appropriate client-based communication and counseling skills given the 
context of the transcript.  Responses are realistic and easy to read.   
 
2 
75% of blanks (4) or better contain a response that correctly assumes a 
specific client-based communication and counseling skill.  Responses are 
mostly reflective of appropriate client-based communication and counseling 
skills.  Responses are mostly realistic and easy to read. 
 
1 
50% of blanks (4) or better contain a response that correctly assumes a 
specific client-based communication skill.  Responses are less reflective of 
appropriate client-based communication and counseling skills.  Responses 
are not realistic or easy to read.     
 
Module 3: Using Motivational Interviewing Techniques in Instructional 
Design Meetings with Subject Matter Experts.  The performance objectives, 
instructional strategy, and outline follow. 
Performance objective(s):  
• In an instructional designer-subject matter expert meeting, use motivational 
interviewing techniques such as recognizing change talk. 
• In an instructional designer-subject matter expert meeting, use motivational 
interviewing techniques such as eliciting change talk. 
• In an instructional designer-subject matter expert meeting, use motivational 
interviewing techniques such as rolling with resistance. 
• In an instructional designer-subject matter expert meeting, use motivational 
interviewing techniques such as negotiating a plan of change.   
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• In an instructional designer-subject matter expert meeting, use motivational 
interviewing techniques such as eliciting concrete steps forward. 
All learning tasks in Module 3 are associated with the following Task class: 3. Apply 
motivational interviewing in an instructional designer-subject matter expert 
meeting/consultation, emphasizing applying motivational interviewing techniques 
such as recognizing change talk, eliciting change talk, rolling with resistance, 
negotiating a plan of change, and eliciting concrete steps forward.  Table A8 provides 
the learning strategy for Module 3 by learning task and Table A9 provides a rubric for 

































Module 3: Description of Assessment Strategy by Learning Task 
Learning Tasks Assessment Strategy 
3.1 Learners will use motivational 
interviewing techniques in 
instructional designer-subject matter 
expert meetings with full access to 




Assessment Items: Learners will be presented with both easy (1) and moderate 
(1) difficulty-level questions for a total of two questions per component of 
motivational interviewing techniques (recognize change talk, elicit change talk, 
roll with resistance, negotiating a plan of change, and elicit concrete steps 
forward) for a total of 10 questions randomly selected within the components (ex. 
1 easy question randomly selected from a pool of 3 easy questions about open 
questions). 
 
Easy Questions (minimum pool of 3 per component): Given this exchange, select 
the component of motivational interviewing techniques that best describes the 
highlighted portion of the transcript.  Six answer options including the five 
motivational interviewing techniques and one option stating none of the above 
will be provided.   
 
Moderate Questions (minimum pool of 5 per component): Given the following 
transcript, match the highlighted portions with the corresponding component of 
motivational interviewing techniques.   
 
Support:  The support level is high.  A lightbox with background information, 
procedures, and/or best practices will be available throughout.  Further, learners 
will know immediately once an answer to a question is selected whether it is 
































Learning Tasks Assessment Strategy 
will not be able to proceed to the next question until the previous one is answered 
correctly.     
 
Criteria for evaluation:  The criteria are content-based as it is an evaluation 
based on accuracy.  The learner identifies where specific motivational 
interviewing techniques are being used by examining both simple and complex 
examples.   
 
Grading/Feedback: Learners will not be able to proceed past any given question 
without selecting the correct response.  Immediate feedback is provided after the 
answer is selected.  Feedback is automated including correct/incorrect 
designations as well as explanations and re-direction based on selections.   
 
Learning Trajectory: (Learners (learner control) can repeat this task an 
unlimited number of times as desired.   
 
 For each motivational interviewing technique (recognize change talk, elicit 
change talk, roll with resistance, negotiating a plan of change, and elicit concrete 
steps forward) learners will be presented earners will be presented at least 2 
different cases where they will determine via Multiple Choice questions the 
appropriate context for using motivational interviewing.   
 
 
3.2 Learners will use motivational 
interviewing techniques in 
instructional designer-subject matter 
expert meetings with diminishing 
access to support.   
Mode: e-learning 
 
Assessment Items: There are two parts to this assessment.  In Part I, learners will 
be presented with easy (1) and moderate (1) difficulty-level questions for a 
































Learning Tasks Assessment Strategy 
 
 
change talk, elicit change talk, roll with resistance, negotiating a plan of change, 
and elicit concrete steps forward) for a minimum of 10 questions.  These 
questions will not be randomly selected as there is a specific trajectory that 
learners may experience based on their responses.   
 
Easy Questions (minimum pool of 5): Given this exchange, select the 
motivational interviewing technique that best describes the highlighted portion of 
the transcript.  Six answer options including the five motivational interviewing 
techniques (recognize change talk, elicit change talk, roll with resistance, 
negotiating a plan of change, and elicit concrete steps forward) and one option 
stating none of the above will be provided.   
 
Moderate Questions (minimum pool of 7): Given the following transcript, match 
the highlighted portions with the corresponding motivational interviewing 
technique.   
 
In Part II, learners will be presented with the same instructions that contain 
multiple parts: Given the following partial transcript, please fill in the blanks with 
your own statements reflecting appropriate use of recognize change talk, elicit 
change talk, roll with resistance, negotiating a plan of change, and elicit concrete 
steps forward. 
 
Support: The support level is diminishing.  A lightbox with background 
information, procedures, and/or best practices will no longer be available.  
Further, while learners will know after submitting a response to a question as to 
whether their response was correct or incorrect in Part 1, they will not get any 
































Learning Tasks Assessment Strategy 
and guidance as well as example responses for Part II will be provided 
immediately after completion for self-evaluation.   
 
Criteria for evaluation: The criteria are content-based as it is an evaluation 
based on accuracy.  The learner identifies where specific components of client-
centered communication and counseling skills are being used by examining both 
simple and complex examples.   
 
For Part II, the criteria for evaluation are content, process, impact-based.  The 
following holistic rubric will be used to evaluate the written responses.  See 
Learning Task 3.2 Rubric. 
 
Grading/Feedback: For Part I, learners will get automated feedback as to 
whether their responses were correct or incorrect.  Further, learners will be 
notified if they are required to restart the assessment due to meeting the threshold 
for incorrect answers.  However, they will get no automated feedback as to the 
rationale. Successful completion of Part I is based on correct responses for 1 easy 
question and 1 moderate question.  Being prompted to restart the assessment will 
be based on 2 incorrect responses in each section.   
 
For Part II, learners will get manual feedback from the facilitator after 
completion.  In the interim between completion and facilitator feedback, the 
learners will get immediate sample responses to provide the opportunity for self-
evaluation.   
 
Learning Trajectory: For Part I, the e-learning application (system control) will 
direct the students to different levels of questions.  If the first easy question is 
































Learning Tasks Assessment Strategy 
they will continue to get moderate-level questions until they get 1 moderate-level 
questions correct or they get 2 moderate-level questions incorrect.  If the first 
easy question is answered incorrectly, learners will be directed to additional easy-
level questions until they get 1 correct.  At that point, they will be directed to get 
moderate-level questions until they get 1 correct or if they get 2 incorrect. Two 
incorrect questions at any level will direct the learner to restart the specific 
component question string/path.  Learners (learner control) will have the 
opportunity to repeat Part I of this task an unlimited number of times as desired.   
 
For Part 2, the application (system control) will direct the student to the question.    
 
 
3.3 Learners will use motivational 
interviewing techniques in 
instructional designer-subject matter 
expert meetings with little to no 
access to support.   
Mode: e-learning 
 
Assessment Items: There will be three parts to this assessment.  In Part I, 
learners will be presented with descriptions of three scenarios.  The learners must 
pick a scenario that is appropriate for the use of motivational interviewing.  The 
instructions will read as follows: Of the three provided scenarios, which do you 
think is most appropriate for the use of motivational interviewing? (Two will be 
correct, one will be incorrect).  These are different from those seen in Module 2. 
 
In Part II, learners will be presented with the chosen branched decision-making 
scenario.  The application will walk the learner through the role-play exercise 
with the application acting as the subject matter expert and the learner acting as 
the instructional designer.  The subject matter expert will say a line (also 
provided in text form), and the instructional designer (learner) will select an 
appropriate response from a series of multiple-choice options.  Based on those 
































Learning Tasks Assessment Strategy 
 
In Part III, at the end of the scenario, a transcript will be provided to the learner.  
The learner will then be prompted to identify the motivational interviewing 
techniques and some of the client-centered communication skills used in the 
various interactions (each line of the learner’s responses will have an 
accompanying drop-down box to select the appropriate skill and technique).   
 
Support: The support level is low.  No lightbox with background information, 
procedures, and/or best practices will be provided.  In Part I, the learners will get 
immediate feedback if they choose the scenario for which motivational 
interviewing is not appropriate.  In Part II, while learners will not know after 
submitting a response definitively whether it is correct, they will see the response 
by the subject matter expert which may indicate correctness.  In Part III, learners 
will not get immediate feedback on their responses.   
 
Learners will be able to repeat the entire learning task one additional time with a 
different scenario.   
 
Criteria for evaluation: The criteria for Part I, Part II, and Part III are based on 
accuracy.  The learner identifies a scenario where motivational interviewing is 
appropriate to use.  The learner also correctly identifies appropriate responses to a 
subject matter expert given the context of the scenario.  The criteria for Part III 
are also based on accuracy as well as explanation and rationale.   
 
Grading/Feedback: Learners will not be able to proceed past Part I until an 
appropriate scenario is selected.  This feedback will be automated and immediate.  
Immediate feedback will not be provided for Parts II and Parts III.  Learners may 
































Learning Tasks Assessment Strategy 
conversation with the subject matter expert but will not know definitively.  
Grading will be done automatically after submission of Part III.   
 
Learning Trajectory: Learners (learner control) can choose one of two correct 
scenarios to complete.  Learners (learner control) can reset their assessment or 
any part of their assessment UNTIL Part III is submitted.  The entire assessment 
can be completed one additional time with the other previously un-picked 
scenario.  The application (system control) will direct students from Part I to Part 
II to Part III as they progress.  The system (system control) will only generate 
automated feedback for a given scenario after Part III is submitted.   
 




Description of Learning Task 3.2 Rubric 
Part II: Partial Transcript Responses 
3 
Each blank (5) contains a response that correctly assumes a specific 
motivational interviewing technique.  Responses are all reflective of 
appropriate motivational interviewing techniques given the context of the 
transcript.  Responses are realistic and easy to read.   
 
2 
75% of blanks (4) or better contain a response that correctly assumes a 
motivational interviewing technique.  Responses are mostly reflective of 
appropriate motivational interviewing techniques.  Responses are mostly 
realistic and easy to read. 
 
1 
50% of blanks (4) or better contain a response that correctly assumes a 
specific motivational interviewing technique.  Responses are less reflective 
of appropriate motivational interviewing techniques.  Responses are not 
realistic or easy to read.     
 
Module 4: Applying Motivational Interviewing in Instructional Design 
Meetings with Subject Matter Experts. The performance objectives, instructional 
strategy, and outline follow. 
Performance objective(s):  
• In an instructional designer-subject matter expert meeting, apply motivational 
interviewing including client-centered communication and counseling skills 
and motivational interviewing techniques effectively.   
All learning tasks in Module 4 are associated with the following task class: 4. Apply 
motivational interviewing in an instructional designer-subject matter expert 
meeting/consultation, emphasizing all the above.  Table A10 provides the learning 
strategy for Module 4 by learning task and Table A11 provides a rubric for the 

































Module 4: Description of Assessment Strategy by Learning Task 
Learning Tasks Assessment Strategy 
4.1 Learners will apply motivational interviewing 
including client-centered communication and 
counseling skills and motivational interviewing 
techniques in instructional designer-subject matter 




Assessment Items:  Learners will be presented with a partial 
transcript to complete (from a pool of 3 possible transcripts).  The 
instructions will state as follows: Given the following partial 
transcript, please fill in the blanks with your own statements 
reflecting appropriate use of client-centered communication skills 
and motivational interviewing techniques.  After each statement, 
please note the skill(s) or technique(s) being used in parentheses.   
 
Support: The support level is high.  A lightbox with background 
information, procedures, and/or best practices will be available.  
While learners will not know after submitting their responses which 
ones were correct or incorrect immediately, correct responses and 
guidance, as well as example responses for Part II, will be provided 
immediately after completion for self-evaluation.   
 
Criteria for evaluation: The criteria 
for evaluation are content, process, impact-based.  The following 
holistic rubric will be used to evaluate the written responses.  See 
Learning Task 4.1 Rubric. 
 
Grading/Feedback: Learners will get manual feedback from the 
































Learning Tasks Assessment Strategy 
facilitator feedback, the learners will get immediate sample 
responses to provide the opportunity for self-evaluation.   
 
Learning Trajectory: The e-learning application will direct 
students to the randomized partial transcript and will release the 
sample responses after completion.  Learners may go back and 
complete this task one additional time with a different scenario.   
 
 
4.2 Learners will apply motivational interviewing 
including client-centered communication and 
counseling skills and motivational interviewing 
techniques in instructional designer-subject matter 
expert meetings with little to no access to support.   
Mode: e-learning 
 
Assessment Items: There will be three parts to this assessment.  In 
Part I, learners will be presented with descriptions of three 
scenarios.  The learners must pick a scenario that is appropriate for 
the use of motivational interviewing.  The instructions will read as 
follows: Of the three provided scenarios, which do you think is 
most appropriate for the use of motivational interviewing? (Two 
will be correct, one will be incorrect).  These are different from 
those seen in Modules 2 and 3. 
 
In Part II, learners will be presented with the chosen branched 
decision-making scenario.  The application will walk the learner 
through the role-play exercise with the application acting as the 
subject matter expert and the learner acting as the instructional 
designer.  The subject matter expert will say a line (also provided in 
text form), and the instructional designer (learner) will select an 
appropriate response from a series of multiple-choice options.  
































Learning Tasks Assessment Strategy 
 
In Part III, at the end of the scenario, a transcript will be provided to 
the learner.  The learner will then be prompted to identify the 
motivational interviewing techniques and some of the client-
centered communication skills used in the various interactions 
(each line of the learner’s responses will have an accompanying 
drop-down box to select the appropriate skill and technique).   
 
Support: The support level is low.  No lightbox with background 
information, procedures, and/or best practices will be provided.  In 
Part I, the learners will get immediate feedback if they choose the 
scenario for which Motivational Interviewing is not appropriate.  In 
Part II, while learners will not know after submitting a response 
definitively whether it is correct, they will see the response by the 
subject matter expert which may indicate correctness.  In Part III, 
learners will not get immediate feedback on their responses.   
 
Learners will be able to repeat the entire learning task one 
additional time with a different scenario.   
 
Criteria for evaluation: The criteria for Part I, Part II, and Part III 
are based on accuracy.  The learner identifies a scenario where 
motivational interviewing is appropriate to use.  The learner also 
correctly identifies appropriate responses to a subject matter expert 
given the context of the scenario.  The criteria for Part III are also 

































Learning Tasks Assessment Strategy 
Grading/Feedback: Learners will not be able to proceed past Part I 
until an appropriate scenario is selected.  This feedback will be 
automated and immediate.  Immediate feedback will not be 
provided for Parts II and Parts III.  Learners may be able to infer 
correct/incorrect responses in Part II due to the changing 
conversation with the subject matter expert but will not know 
definitively.  Grading will be done automatically after submission 
of Part III.   
 
Learning Trajectory: Learners (learner control) can choose one of 
two correct scenarios to complete.  Learners (learner control) can 
reset their assessment or any part of their assessment UNTIL Part 
III is submitted.  The entire assessment can be completed one 
additional time with the other previously un-picked scenario.  The 
application (system control) will direct students from Part I to Part 
II to Part III as they progress.  The system (system control) will 
only generate automated feedback for a given scenario after Part III 
is submitted.   
 




Description of Learning Task 4.1 Rubric 
Partial Transcript Responses 
3 
Each blank (varies) contains a response that correctly assumes a specific 
motivational interviewing technique and/or client-based communication and 
counseling skills.  Responses are all reflective of appropriate motivational 
interviewing techniques and/or client-based communication and counseling 
skills given the context of the transcript.  Responses are realistic and easy to 
read.   
 
2 
75% of blanks (varies) or better contain a response that correctly assumes a 
motivational interviewing technique and/or client-based communication and 
counseling skills.  Responses are mostly reflective of appropriate 
motivational interviewing techniques and/or client-based communication 
and counseling skills.  Responses are mostly realistic and easy to read. 
 
1 
50% of blanks (varies) or better contain a response that correctly assumes a 
specific motivational interviewing technique and/or client-based 
communication and counseling skills.  Responses are less reflective of 
appropriate motivational interviewing techniques and/or client-based 
communication and counseling skills.  Responses are not realistic or easy to 
read.     
 
Return on Investment Analysis 
The Return on Investment (ROI) Analysis was based on revised projected cost 
estimates for each phase of the ADDIE conceptual framework.  The total revised cost 
estimate is calculated at $37,609.36.  The benefit to the training which is measured as 
tuition recovered is calculated as $2,825.56.  The ROI is calculated with the following 
formula: (Training Benefit/Updated Total Cost Estimate) x 100.  Given the formula, 
the ROI for this project was calculated at 7.5%.  It should be noted that this is a very 
conservative calculation and should be revisited as part of an evaluation plan after the 
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implementation of the training.  The revised cost estimates, calculations, and 
assumptions can be provided upon request.   
Next Steps 
Again, training in motivational interviewing may offer instructional designers 
an additional tool to use when addressing ambivalence to change in subject matter 
experts.  The training acknowledges that motivational interviewing is a complex skill 
that will require learners to have more support earlier in the instruction.  As the 
learners progress, the support will diminish, and the assessments will be more 
reflective of actual desired performance as a result.   
In terms of next steps, the following is suggested: 
• Feedback on overall design.  Please provide feedback on overall design.  The 
faster feedback is garnered at this stage, the sooner revisions can be made and 
subsequently the Develop phase can commence.     
Your feedback on this is welcome and the consideration is appreciated.  Please 
contact the project manager/lead instructional designer for additional information 















Analysis Summary Components 
This appendix contains the components of the Analysis Summary (see 
Appendix A) as suggested by Branch (2009).  It includes the training needs 
assessment plan, instrument, and results, the purpose statement, instructional goals, 
learner analysis summary, resource audit and summary, the estimated cost sheet, and 
a project management plan (Branch, 2009, p. 24).  
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Training Needs Assessment Plan, Instrument and Results 
All training needs assessment procedures are from Rossett (1987). 
Step 1: Assess the Context 
To assess the context, the guiding questions for the purposes of this project 
were answered in Table B1 (Rossett, 1987, p. 226-227).  
Table B1  
Step 1 Guiding Questions and Responses 
Questions Responses 
1. Who wants this problem solved or 
this new technology introduced?  
Why? 
 
A combination of the IDs and support 
staff themselves as well as the 
leadership within the instructional 
design unit are interested in solving this 
problem.  The lack of communication 
and communication can have a 
detrimental effect on the designers’ 
work and their relationship with faculty.  
As a result, the designers are interested 
in improving that.  Further, the 
leadership within the unit are interested 
in increasing the effectiveness of the 
designers’ collaborative efforts with 
SMEs.   
 
2. Who doesn’t?  Is there anyone who 
prefers for things to stay the same?  
Why? 
 
No one prefers for things to stay the 
same.  The one hiccup is that some 
designers may feel like their work and 
techniques are under attack when this 
process is not meant to be critical of 
what they are doing, but merely to add 
to that toolbox or skillset.   Further, 
some designers may object to the onus 
of the relationship being entirely on 
them. 
 




3. Is this a solution to a performance 
problem or an innovation which is 
being introduced?  If it is a 
performance problem, who might 
fear or attempt to block your efforts 
to find the cause(s) of the situation?  
If it is a new system, who might not 
want to support this change? 
This is both.  It is a possible solution to 
a performance problem related to the 
breakdown in the collaborative 
relationship between SMEs and IDs.  
MI techniques are an innovation in that 
it is a set of techniques not well known 
to be applied in this context.  As stated 
in #2, it is possible that some of the IDs 
may fear that their performance is being 
critiqued in a negative way when the 
focus is not on what is pointing out what 
is done wrong, but instead on how to 
improve what they do even further.  
Since it is an innovation, there may be 
some question as to its efficacy at first 
which is understandable as it is untested 
in this context. 
 
4. Who are the sources of information 
for this TNA?  Will they be 
accessible?  Will you be able to go 
back to them again and again as you 
need additional information? 
The sources of information will be the 
leadership within the unit as well as the 
instructional design staff.  There is the 
possibility of reaching out to IDs at 
other institutions throughout the state to 
get a wider span of responses to 
questions which will lead to a more 
complete picture as to what the needs of 
designers in general are.  The leadership 
within the unit will be accessible to me 
continually and will be resources that I 
can come back to repeatedly.  
 
5. What records might provide useful 
information?  Will they be 
accessible?  Will you be able to go 
back to them again and again as you 
need additional information? 
 
There are not institutional records that 
will be available.  Data associated with 
consultations are not kept.  In my 
experience, performance appraisals 
rarely focus on this aspect of the 
designers work unless it is egregious, 
and it is felt that the designers did not 
act in accordance with expectations.   
 
6. How much support does this entire 
project have?  Does the TNA also 
This project has the support of the 
leadership of the unit and are thrilled to 




have support, or will you have to 
fight for resources to conduct it?  
How much time do you have? 
 
participate and ultimately hopefully 
improve the consultation experiences for 
both IDs and SMEs.  The TNA also has 
the support of the leadership.  The 
designers seem ok with the idea.  I do 
not have a lot of time to conduct this 
TNA – maybe a month.   
 
7. Who must be kept abreast of your 
findings?  Who else might want to 
know?  Who must not know – at 
least at first?   
 
The leadership of the instructional 
design unit should be kept abreast of the 
findings.  The capstone chair and 
committee should be updated as to the 
findings as well.  The IDs will be 
interested in the results but should wait 
until results are aggregated and sanitized 
to protect anonymity depending on data 
collection methods.   
Step 2: Determine Purposes  
To determine the purposes for the training, the guiding questions for the 
purposes of this project were answered in Table B2 (Rossett, 1987, p. 230-232).   
Table B2  
Step 2 Guiding Questions and Responses 
Questions Responses 
1. Is this a problem in a familiar job or 
is it a new system or technology?   
 
Again, this is both.  This is a 
performance issue within the job of an 
ID in higher education.  IDs work 
constantly with SME often under 
pressing deadlines which can impact 
the working relationship.  We are also 
hoping to introduce an innovation in 
communication called motivational 
interviewing to the ID toolbox.   
 
2. What are my purposes for this 
study?  Do I seek information about 
how they should be performing?  
To confirm the speculated need for 
motivational interviewing training for 
IDs.  I am not looking for information 




How they are performing? How they 
feel about performance or the 
system?  The cause(s) of the 
problem?  Their opinions on 
solutions? 
 
about how they should be performing, 
but instead am interested in their 
current experiences.  I am also 
interested in their openness to 
motivational interviewing training and 
in what formats/timeline.  As such, I am 
interested in their thoughts on the 
proposed solution.    I am focused on 
identifying the feelings of the 
employees, identifying their current 
strategies and actions, and their opinion 
on what causes the breakdown in 
communication with SMEs.  So, my 
purposes are focused on feelings, 
actuals, and causes.  
 
3. Once you’ve acquired some 
information, what else do you need 
to know?  Are you confident that 
you have fulfilled that purpose?  
Which purposes remain?  
It is difficult to get a good read on what 
the actuals are because they are self-
reported, and experience based.  In the 
future, it would be interesting to have 
IDs keep a log and/or to do a survey or 
interviews with SMEs as well.  Also, I 
would like a much better response rate.  
However, for this purpose, I feel 
confident that I have fulfilled the 
purpose and can expand upon that 
further later.  This is something we can 
revisit later.    
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Step 3: Select Techniques and Tools 
Technique Selection and Rationale.  The technique selected will be that of a 
needs assessment.  Of the three options available (extant data analysis, needs 
assessment, and subject matter analysis and task analysis), a needs assessment is most 
appropriate due to its ability to provide information on a multitude of purposes.  The 
other techniques require reviewing performance appraisals and/or documents that are 
not available to me in this context.   
Tool Selection and Rationale.  The tools selected will include both 
interviews and questionnaires/surveys.  The questionnaire for the IDs is appropriate 
because of the rapid nature of the data collection as well as the ability to expand the 
population pool beyond the organization.  The interviews are appropriate for the ID 
leadership due to the low number of potential participants (2).  Both tools are 
appropriate to collect data for all purposes (Rossett, 1987, p. 232-233).   
Step 4: Develop TNA Plan 
The training needs assessment planner as seen in Table B3 followed the 
pattern and instructions found in Rossett (1987, p. 237-241).    
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Table B3  
Training Needs Assessment Planner 
Context Purposes 
Resources Constraints Description Status Sources 
Unit 
Leadership 



























---  Solutions Not 
Applicable 
--- 
Stages/Techniques Tools and Sources 
1. Needs Assessment Interview with leadership 
2. Needs Assessment Survey distributed to IDs and support 
specialists, both within the Unit and state-wide 
 
  
MOTIVATIONAL INTERVIEWING TRAINING                                                  134 
 
 
Step 5: Develop Stage Planners 
 Two stage planners were created for the purposes of this training needs 
assessment.  Both follow the instructions and pattern outlined in Rossett (1987, p. 
241-246).  
TNA Stage Planner 1: Leadership. 
1. Subject of TNA: Leadership of Unit   Stage No. 1 
2. Summary of what you already know about the subject:  
Leadership of the Unit of includes the Senior Instructional Designer and the 
Executive Director.  They have day-to-day interactions with both IDs and 
instructional design staff as well as SMEs.  They are privy to breakdowns in 
communication between staff and SMEs.   
3. Summary of information being sought during this stage:  
Leadership will speak to their experiences with IDs and SME breakdowns in 
relationships and communication.   
4. Who or what are the sources of information for this stage?  
The Senior Instructional Design and Executive Director are the sources of 
information for this stage.   
5. What TNA tool(s) will be used to carry out this stage?  
Interviews will be conducted.   
6. If you will be interviewing or surveying, what questions will you ask?  
The interview questions are as follows: 
1. What is your name, and current title? 
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2. How long have you held your title? 
3. How many instructional designers and instructional support staff do 
you supervise? 
4. What is the educational background of your staff? 
5. What is the experience of your staff as related to instructional design? 
6. What kind of professional development does your staff generally do 
each year?  Focused on learning theory, learning strategies, 
technology, communication, project management, etc.?   
7. What professional development format does your staff generally 
participate in?  face-to-face, webinar, asynchronous course (with or 
without synchronous elements) 
8. How much time do you allow for your staff to participate in 
professional development a year? 
9. What do you think are some of the most important skills for 
instructional designers and instructional support staff to have? Why? 
10. In your experience, do you hear about instructional designers and 
faculty struggling with their relationships with one another? 
11. What have you most often heard as reasons for the breakdown of the 
instructional designer and subject matter expert relationship? 
12. When there is an issue with the instructional designer-subject matter 
expert relationship, what steps are generally taken?  Do the 
instructional designers handle it?  If so, how?  Do you step in? 
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13. Who do you think bears the onus of maintaining the relationship?  The 
instructional designer or subject matter expert? Why? 
14. What benefit is there, in your experience, to a well-functioning 
instructional designer-subject matter expert relationship? 
TNA Stage Planner 2: Instructional Design Professionals. 
1. Subject of TNA: IDs and Instructional Support Specialists, 
both within the unit and state-wide               Stage No. 1 
2. Summary of what you already know about the subject:  
Within the unit there are 4 IDs and 3 support specialists that each consult with 
subject matter experts daily to varying degrees.  Within the midwestern state ID 
association email list/group, there are approximately 65 members who hold 
varying positions and have myriad experiences with subject matter experts.  These 
members are largely situated in higher education institutions within the state.     
3. Summary of information being sought during this stage:  
Within the unit, IDs and support specialists will speak to their experiences 
with subject matter experts, whether they experience issues with subject matter 
expert ambivalence to change, and what tools they currently use to overcome that 
ambivalence.  Further, preferences regarding professional development activities 
will also be explored to help guide future development of the training.  This 
information will be specific to the targeted institution.  Respondents from the 
instructional design association email list/group will provide the same 
information, just not specific to the targeted institution.   
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4. Who or what are the sources of information for this stage?  
IDs and support specialists are the sources of information for this stage. 
5. What TNA tool(s) will be used to carry out this stage?  
A Questionnaire/Survey will be conducted.   
6. If you will be interviewing or surveying, what questions will you ask?  
The interview questions are as follows: 
Background Information 
1. Please provide your current title: 
2. Please select the category that best describes your position: instructional 
designer, instructional support 
3. Please select your highest level of educational attainment: high school, 
college, master’s, doctorate, other 
4. Please select the range that best describes your years of experience in 
instructional design: 0-1, 2-4, 5-9, 10 or more 
ID-SME Relationship 
5. Please select the range that best describes how many subject matter 
experts you work within a year: 0-10, 11-20, 21-30, more than 31 
6. Please select the range that best describes how many subject matter 
experts you work with over a long period (3 months or more) within a 
year: 0-5, 6-10, 11-15, 16-20, more than 21.   
MOTIVATIONAL INTERVIEWING TRAINING                                                  138 
 
 
7. Please rate how important you find the relationship of the subject matter 
expert and the instructional designer/support specialist: Not important at 
all to Very Important 
8. Please rate how responsible you feel for the state of the relationship with 
the subject matter experts with whom you work: Not at all to Very 
9. Please describe some challenges you have faced working with subject 
matter experts. 
10. Please select how often you generally experience subject matter experts 
pushing back on your suggestions/advice. Not often at all to very often. 
11. Please explain how you handle subject matter experts not following or 
agreeing with your suggestions/advice.  What do you do in these 
situations? 
12. Please describe a time that you were unable to convince a subject matter 
expert to move forward with a suggestion/piece of advice.  What 
happened?  What was the end result?  Did it affect your relationship with 
the subject matter expert? 
13. Please describe a time that you were initially unable to convince a subject 
matter expert to move forward with a suggestion/piece of advice, but 
eventually convinced them to do so.  What happened?  What was the end 
result? 
  




14. Please select the areas that you tend to emphasize for professional 
development (for you): Learning Theories, Instructional Design Models, 
Technology, Project Management, Leadership, Communication, 
Psychology, Other [Enter] 
15. Please select the formats you tend to prefer for professional development: 
face-to-face, webinar, asynchronous course (with or without synchronous 
elements) 
16. How much time do you allocate to professional development a year? 0-5 
hours, 6-10 hours, 11-15 hours, 16-20 hours, more than 21 hours 
17. How much support do you have for pursuing professional development 
from your supervisors/institution? Low - High 
18. How does professional development focused on strategies to improve the 
instructional designer-subject matter expert rate as a priority for your 
professional development?  Low – High 
Step 6: Communicate Results 
Rossett (1987) recommends six steps to ensure that the TNA is effectively 
communicated with stakeholders (p. 251-267).   
Step 1. Determine with whom you must communicate.  In this case, unit 
leadership (supporters, subject matter experts, and managers) and unit IDs and 
support specialists (supporters, SMEs) should be communicated with as each group as 
a vested interest in the outcome and potential training.   
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Step 2. Determine why you are communicating.  In this case, the goal of 
communication is to provide information to the stakeholders about the current 
performance and actual issues facing IDs who work with SMEs, to provide support 
for the capstone project, to record the results of the TNA for the future, as well as to 
provide recommendations and requests for future action (in this case, the capstone 
project implementation).   
Step 3. Determine how to communicate.  In this case, unit leadership prefers 
a formal written report to be able to reference and pass along to administrators as 
needed.  This will be generated in the form of the Analysis Summary (see Appendix 
A).  The unit IDs and support specialists prefer either an informal oral report or an 
informal written report.  This will be provided orally during a team meeting at a later 
date.   
Step 4. Answer typical questions about results.  The typical questions and 
responses about the results are as follows: 
1. Why did you carry out this stage of assessment or the entire TNA study?  The 
goal was to collect information to show that instructional design professionals 
in the midwestern state and specifically in this instructional design unit does 
run into issues with working with SMEs and that the design professionals do 
feel responsible for the course of the relationship.   
2. How did you gather TNA information?  The information was gathered via 
survey for the instructional design professionals both within the unit and 
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statewide.  The instructional design supervisors for the unit were also 
interviewed to give a bit more context and dimension to the results.   
3. What did you find out?  This most pertinent information is as follows: 
• IDs and support staff find their relationships with SMEs to be 
moderately to very important.  Within the unit, 80% of the 
respondents found the relationship to be very important as did 
77.78% of IDs statewide.   
• Within in the unit, 100% of IDs feel very responsible for the state 
of the relationship with SMEs.  The unit’s supervisors also both 
felt that this was the case.  This is in contrast with 44.44% of IDs 
statewide who felt very responsible for the relationship and 
55.56% who felt moderately responsible.   
• Most IDs and support staff indicated that they experience SMEs 
pushing back on their suggestions/advice slightly or moderately 
often.  However, most IDs and support staff stated that it does not 
negatively affect the relationships due to deferring to the SMEs.   
• In terms of how IDs and support staff handle SMEs not following 
or agreeing with the advice given, the unit IDs provided a varied 
list of potential solutions including using research or examples, 
using team reinforcement, suggesting incremental change, and 
dropping the suggestion and moving on, among others.  The 
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statewide IDs indicated that they drop suggestions and move on as 
well (mentioned the most), reminded SMEs of their desire to solve 
a specific problem, and explain consequences.  The idea of 
dropping the suggestion and moving on was echoed by the 
supervisors who felt that the designers defer often to the SMEs to 
preserve the relationship.   
• Those IDs within the unit found largely that SME’s reluctance to 
make changes is a common challenge that they face working with 
SMEs.  Statewide, IDs reported that a lack of time, lack of respect 
for the ID, and lack of understanding of the role of an ID were the 
most frequently noted challenges they face when working with 
SMEs.   
• The preferred modes for professional development are webinars 
followed by asynchronous courses both within the unit and 
statewide.   
• Most IDs within the unit and statewide have medium to high 
support for pursuing professional development from their 
supervisors/institutions.   
• Despite IDs agreeing how important the relationship between ID-
SME is and how managing that is difficult, most IDs indicated that 
professional development focused on strategies to improve the ID-
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SME relationship rated low to medium in terms priority for their 
professional development.  However, the unit instructional design 
supervisors indicated that such training would be welcome and 
warranted for their IDs and support staff.   
4. What does it mean to me? Us? The company or agency? Advanced stages of 
TNA? The project?  The results indicate that tools to help IDs maintain 
relationships with SMEs and allow for change and innovation is needed.  
Simply deferring to the SME does not allow for meaningful change to the 
instruction and creates an environment where the ID is unnecessary except as 
a helper of sorts.   Despite this, IDs may not recognize and prioritize 
professional development in this area.  As a result, it will be necessary for 
leadership in the unit and beyond to support training in this area.  In addition, 
webinars tend to be the most popular format for professional development.  
However, asynchronous courses are a close second.  Either format would 
work for this topic area and comes down to preference by the organization, 
institution, designer, and facilitator(s).  If one of the IDs is used as a 
facilitator, as is the current plan, an asynchronous course would be more 
advantageous to allow for the ID to accomplish more in a day than just the 
webinar.  Further, it allows for more feedback to learners and continuous 
engagement.   
Step 5. Use Computers to facilitate communication.  The results of the survey 
are included below and in Tables B4 – B23 and Figures B1-B2. 
MOTIVATIONAL INTERVIEWING TRAINING                                                  144 
 
 
Instructional Design Unit, n=5/7, response rate: 71.4% 


































ID Survey Results: Classification of ID Role 
 Instructional Designer Instructional Support 
Instructional Design Unit (n=5) 60% (3) 40% (2) 
Statewide (n=9) 77.78% (7) 22.22% (2) 
 
Table B5 
ID Survey Results: Educational Attainment Level 
 High 
School 
College Master’s Doctorate Other 
Instructional Design Unit (n=5) 0 40% (2) 60% (3) 0 0 
Statewide (n=9) 0 0 77.78% (7) 22.22% (2) 0 
 
Table B6 
ID Survey Results: ID Experience in Years 
 0-1 2-4 5-9 10 or more 
Instructional Design Unit (n=5) 20% (1) 20% (1) 40% (2) 20% (1) 




































ID Survey Results: Number of SMEs Worked with Per Year 
 0-10 11-20 21-30 More than 31 
Instructional Design Unit (n=5) 20% (1) 40% (2) 40% (2) 0 
Statewide (n=9) 22.22% (2) 33.33% (3) 22.22% (2) 22.22% (2) 
 
Table B8 
ID Survey Results: Number of SMEs Worked Extensively with Per Year (3 Months or More) 
 0-5 6-10 11-15 16-20 More than 21 
Instructional Design Unit (n=5) 60% (3) 40% (2) 0 0 0 
Statewide (n=9) 44.44% (4) 22.22% (2) 11.11% (1) 11.11% (1) 11.11% (1) 
 
Table B9 







Not At All Important 
Instructional Design Unit (n=5) 80% (4) 20% (1) 0 0 











































Not At All 
Responsible 
Instructional Design Unit (n=5) 100% (5) 0 0 0 
Statewide (n=9) 44.44% (4) 55.56% (5) 0 0 
 
Table B11 
ID Survey Results: Challenges IDs Face When Working with SMEs 
Themes Instructional Design Unit (n=5) Statewide (n=7) 
Ambivalent to Change 57.14% (4) 7.14% (1) 
Lack of Time 14.28% (1) 28.57% (4) 
Maintaining Relationship 14.28% (1) 0 
Lack of Respect for ID 14.28% (1) 14.28% (2) 
Poor Writing 0 7.14% (1) 
Lack of Vision 0 7.14% (1) 
Lack of Commitment 0 7.14% (1) 
Lack of Understanding of the ID Role 0 14.28% (2) 
Lack of Understanding of the Importance of Best Practices 0 7.14% (1) 




































ID Survey Results: Frequency of SMEs Pushing Back on ID Advice 
 Very Often Moderately Often Slightly Often Not Often At All 
Instructional Design Unit (n=5) 0 20% (1) 60% (3) 20% (1) 
Statewide (n=9) 11.11% (1) 33.33% (3) 44.44% (4) 11.11% (1) 
 
Table B13 
ID Survey Results: Techniques Used to Persuade SMEs to Follow ID Advice 
Themes Instructional Design Unit (n=5) Statewide (n=6) 
Use Team Reinforcement 10% (1) 10% (1) 
Remind of Desire to Solve a Specific Problem 10% (1) 10% (1) 
Appeal to Desire to Improve Learning and/or Student 
Experience 
10% (1) 10% (1) 
Suggest Incremental Change 10% (1) 0 
Identify Root of Resistance 10% (1) 0 
Identify Alternative Solutions 10% (1) 0 
Use Research 20% (2) 0 
Use Examples 10% (1) 0 
Drop Suggestion and Move On 10% (1) 40% (4) 
Use Supervisor or Key Stakeholder 0 10% (1) 
Explain Consequences 0 10% (1) 




































ID Survey Results: Frequency of Relationship Implications in ID-SME Disagreements 
 Negative Affected 
Relationship 





25% (1) 75% (3) While 3 did indicate that the overall relationship 
was not negatively affected, it should be noted that 
several stated that the SME knew that they did not 
have to take the ID’s advice.   
Statewide (n=4) 25% (1) 75% (3) All four indicated that faculty do not and/or did 
not have to take ID suggestions.   
Table B15 
ID Survey Results: Techniques Used for Successful Persuasion of SMEs. 
Themes Instructional Design Unit (n=4) Statewide (n=5) 
Offer Temporary Change for Evaluation 25% (1) 25% (2) 
Offer Prototype for Evaluation 50% (2) 25% (2) 
Not an Issue – All Take Suggestions 25% (1) 0 
Bring Up Suggestion Again 0 12.5% (1) 
Asking Questions 0 12.5% (1) 
Listening 0 12.5% (1) 




































ID Survey Results: ID Preferences for Professional Development Topics 
 Instructional Design Unit (n=5) Statewide (n=9) 
Learning Theories 26.67% (4) 13.33% (4) 
Instructional Design Models 20% (3) 16.67% (5) 
Technology 13.33% (2) 30% (9) 
Project Management 6.67% (1) 10% (3) 
Leadership 6.67% (1) 6.67% (2) 
Communication 6.67% (1) 13.33% (4) 
Psychology 20% (3) 3.33% (1) 
Other: Software Applications 0 3.33% (1) 
Other: LMS 0 3.33% (1) 
 
Table B17 
ID Survey Results: ID Preferences for Professional Development Formats 
 Instructional Design Unit (n=5) Statewide (n=9) 
Face-to-Face 20% (2) 16.67% (4) 
Webinar 40% (4) 33.33% (8) 
Asynchronous Course (with synchronous elements) 30% (3) 25% (6) 




































ID Survey Results: ID Time Allocation in Hours Per Year to Professional Development 
 Instructional Design Unit (n=5) Statewide (n=9) 
0-5 hours 40% (2) 11.11% (1) 
6-10 hours 20% (1) 22.22% (2) 
11-15 hours 0 11.11% (1) 
16-20 hours 40% (2) 22.22% (2) 
More than 21 hours 0 33.33% (3) 
 
Table B19 
ID Survey Results: ID Institutional/Organizational Support Level for Professional Development 
 High Medium Low 
Instructional Design Unit (n=5) 80% (4) 20% (1) 0 
Statewide (n=9) 44.44% (4) 33.33% (3) 22.22% (2) 
 
Table B20 
ID Survey Results: ID Priority Assignment for Professional Development Centered on the ID-SME Relationship 
 High Medium Low 
Instructional Design Unit (n=5) 40% (2) 20% (1) 40% (2) 




































ID Survey Results: Relationship between ID Role and Priority Assignment for Professional Development Centered on the 
ID-SME Relationship 
 Unit Statewide 
 High Medium Low High Medium Low 
Instructional designer 33.3% (1) 0 66.7% (2) 14.3% (1) 28.6% (2) 57.1% (4) 
Instructional support 50% (1) 50% (1) 0 0 50% (1) 50% (1) 
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Based on the data in Table B21, there is no statistically significant relationship 
between the ID role and the priority selected for professional development on the ID-
SME relationship for both the unit and statewide.  For the unit, the Chi-Square is 2.92 
with 2 degrees of freedom.  The P-Value is 0.233 and the Effect Size (Cramér’s V) is 
0.764 with a sample size of 5.  Statewide, the Chi-Square is 0.514 with 2 degrees of 
freedom.  The P-Value is 0.773 and the Effect Size (Cramér’s V) is 0.239 with a 
sample size of 9. 
Table B22 
ID Survey Results: Relationship between Level of Educational Attainment and 
Priority Assignment for Professional Development Centered on the ID-SME 
Relationship 
 Unit Statewide  
 High Medium Low High  Medium Low 
College 50% (1) 50% (1) 0 0 0 0 
Master’s  33% (1) 0 66.67% (2) 14.3% (1) 28.6% (2) 57.1% (4) 
Doctorate 0 0 0 0 50% (1) 50% (1) 
 
Based on the data in Table B22, there is no statistically significant relationship 
between the level of educational attainment and the priority selected for professional 
development on the ID-SME relationship for both the unit and statewide.  For the 
unit, the Chi-Square is 2.92 with 2 degrees of freedom.  The P-Value is 0.233 and the 
Effect Size (Cramér’s V) is 0.764 with a sample size of 5.  Statewide, the Chi-Square 
is 0.514 with 2 degrees of freedom.  The P-Value is 0.773 and the Effect Size 


































ID Survey Results: Relationship between Years of Experience and Priority Assignment for Professional Development 
Centered on the ID-SME Relationship 
 Unit Statewide  
 High Medium Low High  Medium Low 
0-1 Years 0 100% (1) 0 0 0 0 
2-4 Years 100% (1) 0 0 0 0 100% (1) 
5-9 Years 50% (1) 0 50% (1) 0 66.7% (2) 33.3% (1) 
More than 10 Years 0 0 100% (1) 20% (1) 20% (1) 60% (3) 
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Based on the data in Table B23, there is no statistically significant relationship 
between the years of experience and the priority selected for professional 
development on the ID-SME relationship for both the unit and statewide.  For the 
unit, the Chi-Square is 7.50 with 6 degrees of freedom.  The P-Value is 0.277 and the 
Effect Size (Cramér’s V) is 0.866 with a sample size of 5.  Statewide, the Chi-Square 
is 3.04 with 4 degrees of freedom.  The P-Value is 0.551 and the Effect Size 
(Cramér’s V) is 0.411 with a sample size of 9.   
Figure B1 
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Figure B2 
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Unit Leadership Interview Results: Emerging Themes 
Themes Codes Attribution 
IDs have more education and 
experience than Support Professionals. 
• Designers have master’s 
degrees.  
• Supervisor 2 
• Designers are trained formally 
in teaching and learning. 
• Supervisor 1 
• Some support specialists have 
some graduate work in the 
field. 
• Supervisor 2 
• Support professionals are not 
generally educated formally in 
the field on a graduate level. 
• Supervisor 1 
• IDs are very experienced in the 
field.   
• Supervisor 2 
• Designers’ experience levels 
range from moderate to high.   
• Supervisor 1 
• Support specialists have more 
technical experience, but not 
super experienced with 
instructional design.   
• Supervisor 2 
While there are no limits to the 
amount of Professional Development 
available for in which for staff to 
participate, resources are generally 
allocated first to those who are 
interested and highly motivated.   
• Highly motivated staff get 
more resources for PD 
• Supervisor 1 
• Less motivated staff are 
encouraged to participate in 
lower commitment to PD 
• Supervisor 1 

































Themes Codes Attribution 
• Not all staff are interested in 
PD 
• Supervisor 2 
• PD is directed by the interests 
of the staff 
• Supervisor 2 
Staff are not generally required to 
participate in professional 
development activities. 
• Staff are encouraged to 
participate in as much PD as 
possible, but not forced. 
• Supervisor 1 
• Not all staff are interested in 
PD 
• Supervisor 2 
• Specific PD is generally not 
required.   
• Supervisor 2 
While the staff is primarily interested 
in professional development 
associated with learning theory and 
best practices, there should be more 
emphasis on developing skills such as 
critical thinking and in the use of tools 
to help with the ID-SME relationship. 
• Topics of interest tend to 
include learning theory and 
best practices for online and 
hybrid learning 
• Supervisor 2 
• Psychological skills such as 
critical thinking are more 
important than technical skills 
in staff.   
• Supervisor 1 
• Need for training in tools to 
help with the ID-SME 
relationship. 
• Supervisor 2 
• There is not enough emphasis 
on training for tools to help 
with the ID-SME relationship. 
• Supervisor 2 
Proficiently performing staff are more 
likely to participate in one-off 
professional development 
• Webinars are the most 
common form of professional 
development. 

































Themes Codes Attribution 
opportunities such as webinars, while 
high performing staff are more likely 
to participate in longer form, more 
complex professional development 
opportunities such a conferences and 
longer workshops of both 
asynchronous and synchronous 
varieties when funds are available.   
• Conferences and workshops 
with asynchronous and 
synchronous elements are done 
with the institution pays for it. 
• Supervisor 2 
• High performing staff tend to 
trend towards longer, more 
complex PD. 
• Supervisor 1 
• Proficiently performing staff 
tends to trend towards one-off, 
simple PD such as webinars. 
• Supervisor 1 
IDs and SMEs struggle with their 
relationship with one another and this 
impacts the SME’s willingness to 
make changes. 
• Many SMEs may be 
ambivalent to change. 
• Supervisor 1 
• The relationship between the 
ID-SME plays a major role in 
SME willingness to make 
changes. 
• Supervisor 2 
 
• SME and IDs struggle with 
their relationship often. 
• Supervisor 2 
 
Supervisors rarely step into mediate 
issues between ID-SMEs but do offer 
advice to the ID staff as needed. 
• Supervisor prefers to not step 
in, if possible. 
• Supervisor 2 
 
• Supervisor has had to step into 
an ID-SME conflict rarely.   
• Supervisor 2 
 
• Supervisor will provide advice 
on how to handle the situation.   
• Supervisor 2, Supervisor 1 
 
• Supervisor stepping in may 
undermine ID in the ID-SME 
relationship 

































Themes Codes Attribution 
• Senior ID may be a better 
resource for the IDs in terms of 
advice. 
• Supervisor 1 
IDs defer to SMEs. • Designers feel deference to 
SMEs. 
• Supervisor 1 
• IDs get a no and defer to 
SMEs. 
• Supervisor 1 
ID bears the responsibility of 
maintaining the ID-SME relationship.   
• If there is a guiding document 
like a grant or an agreement, 
the balance of responsibility 
changes.  
• Supervisor 2 
• ID bears the responsibility of 
the relationship.   
• Supervisor 1, Supervisor 2 
• ID-SME relationship is like the 
teacher-student relationship 
where the ID is the student. 
• Supervisor 1 
• Meet SMEs where they are and 
try to create forward 
momentum towards change. 
• Supervisor 1 
A good ID-SME relationship has a 
positive impact on student learning.   
• ID-SME relationship improves 
the student experience. 
• Supervisor 2 
A good ID-SME relationship has a 
positive impact on SME teaching and 
research.   
• ID-SME relationship also 
benefits SMEs in terms of 
teaching and potentially 
research.   
• Supervisor 2 
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Purpose Statement 
The proposed purpose statement is as follows: Provide training in 
motivational interviewing to IDs and support staff to improve the ID-SME 
relationship and the quality of the resulting work products.   
Instructional Goal 
The proposed instructional goal is as follows: Conduct a consultation/meeting 
with a SME applying motivational interviewing effectively.  
Learner Analysis Summary 
 The learner analysis summary is based on a survey conducted with unit 
instructional design professionals as well as with statewide instructional design 
professionals.    Table B25 provides a high-level overview of the results of the 


































Learner Analysis: Unit and Statewide Characteristics 
Information Primary Group Secondary Group 
Student Group Unit IDs and Support Staff  Statewide IDs and Support Staff  
General 
Characteristics 
The IDs all have master’s degrees in 
instructional design and related areas.  The 
support professionals all have bachelor’s 
degrees.  Most of the IDs and support staff 
work with 11-30 SMEs each a year but work 
with less than 10 intensively.   
The survey respondents indicated that they 
largely have at least master’s degrees or more.  
Most of the IDs and support staff, based on the 
survey, work with from 11 SMEs to more than 




7 potential students (5 survey respondents) 65+ potential students (9 survey respondents) 
Location of 
Students 
All are local.  All have offices at the unit but 
are working remotely during the pandemic 
primarily. 
All are located throughout the state.  Remote 
work is dependent on institution. 
Experience Levels All are experienced.  However, the support 
professionals have more technical experience 
than instructional design experience.  At least 
3 of the staff have five or more years of 
experience and at least 2 have less than four 
years of experience.     
Most of the survey respondents had more than 
five years of experience.   
Student Attitudes Based on the survey, students feel responsible 
for the state of the relationship between the 
ID-SME and value that relationship’s 
importance.  When facing issues in the ID-
SME relationship, only one student noted that 
they try to identify the root of the issue.  
Overall, many of the respondents simply defer 
Based on the survey, students feel responsible 
for the state of the relationship between the 
ID-SME and value that relationship’s 
importance.  When facing issues in the ID-
SME relationship, a variety of strategies are 
used but none try to identify the root of the 


































Information Primary Group Secondary Group 
to SMEs to move forward.  Respondents prefer 
webinar followed by asynchronous courses. 
respondents simply defer to SMEs to move 
forward. Respondents prefer webinar followed 
by asynchronous courses.   
Skills That Impact 
Potential to 
Succeed in the 
Learning 
Environment 
There is no special technology, resources, and 
skills required to fully participate in the 
training.  Typical technology such as a 
computer or device capable of entering a 
learning management system, streaming audio 
and video, and clicking or swiping is required.  
All elements will need to be made accessibly 
or include equitable alternatives for those who 
require accommodations.  In terms of skills, 
skills that are used daily by IDs such as 
reading, listening, and observing body 
language are required to complete this training.   
There is no special technology, resources, and 
skills required to fully participate in the 
training.  Typical technology such as a 
computer or device capable of entering a 
learning management system, streaming audio 
and video, and clicking or swiping is required.  
All elements will need to be made accessibly 
or include equitable alternatives for those who 
require accommodations.  In terms of skills, 
skills that are used daily by IDs such as 
reading, listening, and observing body 



































Resource Audit and Summary 
Table B26 
Resource Audit Brainstorming 




Trainers is available 
for use under CC 
BY-SA 4.0 and will 
be used to help 
generate content. 
• Practice Exercise 
Guidelines for 
Participant Trainers 
is available for use 
under CC BY-SA 
4.0 and will be used 






available for use. 





available for use. 
• Video Production 
facilities are 
available. 







• Office space 
that has access 
to all needed 
software for the 





space has been 
identified and 





• Initial facilitator has been 
identified, but a facilitator 
guide will need to be 
created to help scale training 
as needed.  Facilitators need 
to have completed MI 
training. 
• 1 Social Work faculty 
member has been identified 
to review course 
development and make 
suggestions as well as to act 
as a second reviewer for 
assessment 
grading/reviewing.     
• Video Production specialist 
has been identified but will 
need to be scheduled well 
ahead of time. 
• Instructional Design support 

































Content Technology Facilities Human 









need to be scheduled well 
ahead of time. 
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Estimated Cost Sheet 
The breakdown of the calculations is based on Branch (2009) nine step 
process and accompanying formulas except for the Design and Development 
calculations which are based on averages from a survey done by Defelice (2020).  
This discrepancy considers changes in design and development because of more 
efficient technologies and skills.     
Step 1. Identify the Delivery Options under Consideration 
 The following delivery options are under consideration:  Option A: Webinar, 
Option B: Online Asynchronous Course, and Option C: Classroom Session(s).   
Step 2. Estimate the Length of Time for Each Delivery Option under Consideration 
Table B27  
Proposed Length of Delivery Options 
Option Proposed Length Assumptions 
A: Webinar 8 hours including 30 
minutes of video (2 days 
at 4 hours a piece for a 
total of 8 hours) 
Average motivational 
interviewing webinar 
length in hours: 7.5 hours 
   
B: Asynchronous 4 weeks including 30 
minutes of video 
(estimated 2 hours a week 
of work for a total of 8 
hours) 
Average motivational 
interviewing online course 
hours: 9 hours 
   
C: Classroom 8 hours including 30 
minutes of video (2 days 
at 4 hours a piece for a 
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Assumptions for Table B27 are based on trainings conducted by the Health 
Education & Training Institute (n.d.), The Institute for Individual and Organizational 
Change (n.d.), as well as Dr. William Miller, Dr. Theresa Moyers, and Dr. Stephen 
Rollnick (Psychwire, n.d.) as seen in Table B28.   
Table B28 
Examples of Length of MI Training 
Training Provider Online Course Webinar 
Health Education & 
Training Institute 
8 hours over 4 weeks 8 hours over 2 days 
   
The Institute for Individual 
and Organizational Change 
--- 7 hours over 3 days 
   
Dr. William Miller, Dr. 
Theresa Moyers, and Dr. 
Stephen Rollnick.   
10 hours over 6 weeks --- 
 
Step 3. Estimate Analysis Costs 
 The following information provides the inputs, the formula, and the 
calculations that produced the estimated analysis costs.  The inputs provided describe 
the assumptions that help to define the estimated costs.  In this case, for the Analyze 
phase, the estimated hours for the phase plus the ID hourly rate was needed.   
 The inputs were as follows: 
• Estimated Hours: 57 hours (Breakdown: 10 for research (academic and 
resource identification), 2 for IRB preparation, 35 for document 
preparation, 10 estimated for survey deployment, interview conducted, 
brief data analysis)); and 
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• ID Hourly Rate: $28.33/hr (Based on the hourly rate of the most 
experienced designer in the unit). 
The formula provided by Branch (2009) for calculating the analysis costs was 
as follows: Analysis Costs = 2(Hours x Hourly Rate).  The resulting calculations 
found the estimated Analysis Costs to be $3,299.62.   
Steps 4 and 5. Estimate Design and Develop Costs 
The Defelice (2021) study conducted in 2020 garnered average lengths of 
modules, and minimum, maximum, and average time to design and develop various 
types of learning.  This differs from the Branch (2009) formulations in that the 
Defelice (2021) averages considers instructor-led classroom and online/virtual 
training as well as various types of e-Learning training based on interactivity.  The 
breakdown of the assumptions, calculations, and totals for the design and 

































Design and Development Calculations for Delivery Options 
 Option A: Webinar Option B: Asynchronous Option C: Classroom 
Formula (Number of Instructor Led 
Virtual Learning Segments x 
Minimum Time to Design & 
Develop) x Designer and/or 
Developer Hourly Rate 
Cost of Design & Develop of 
Passive eLearning + Cost of 
Design & Develop of Moderate 
Engagement eLearning + Cost 
of Design & Develop of Full 
Engagement eLearning 
(Number of Instructor Led 
Classroom Learning 
Segments x Minimum Time 
to Design & Develop) x 
Designer and/or Developer 
Hourly Rate 
    
Inputs/Assumptions • Average e-Learning 
Segment Length: 25 
minutes 
• Number of e-Learning 
Segments Per Hour: 2 
• Number of Training Hours: 
8 
• Minimum Time to Design 
& Develop 1 Segment of 
Instructor Led Virtual 
Learning: 35 hours 




• Average Segment Length: 
20 minutes 
• Number of Segments Per 
Hour: 3 
• Estimated Number of Hours 
of Training: 2 hours 
• Minimum Time to Design 




• Average Segment Length: 
20 minutes 
• Number of Segments Per 
Hour: 3 
• Average Instructor Led 
Classroom Learning 
Segment Length: 23 
minutes 
• Number of e-Learning 
Segments Per Hour: 2 
• Number of Training 
Hours: 8 
• Minimum Time to 
Develop & Develop 1 
Segment of Instructor Led 
Classroom Learning: 43 
hours 
• Designer/Developer 

































 Option A: Webinar Option B: Asynchronous Option C: Classroom 
• Estimated Number of Hours 
of Training: 3 hours 
• Minimum Time to Design 
& Develop 1 Segment: 74 
hours 
Full Engagement e-Learning 
• Average Segment Length: 
17 minutes 
• Number of Segments Per 
Hour: 3 
• Estimated Number of Hours 
of Training: 3 hours 
• Minimum Time to Develop 




    
Calculations • Total Number of Segments 
= Number of Instructor Led 
Virtual Learning Segments 
per Hour x Total Number of 
Training Hours 
o 16 segments of 
instructor led virtual 
learning = 2 




• Total Number of Segments 
= Number of Segments Per 
Hour x Number of Training 
Hours 
o 6 total segments = 3 
segments x 2 hours 
• Total Number of Design 
and Develop Hours = Total 
• Total Number of 
Segments = Number of 
Segments per Hour x 
Total Number of Training 
Hours 
o 16 segments of 
instructor led 
classroom 
































 Option A: Webinar Option B: Asynchronous Option C: Classroom 
• Total Number of Design & 
Develop Hours = Total 
Number of Segments of 
Instructor Led Virtual 
Learning x Minimum Time 
to Design & Develop 
Instructor Led Virtual 
Learning 
o 560 total hours (70 
days) = 16 segments 
of instructor led 
virtual learning x 35 
hours per segment 
Number of Segments x 
Minimum Time to Design 
and Develop 
o 228 total hours (28.5 
days) = 6 segments 
x 38 hours per 
segment 
• Design and Develop Costs 
= Hours x Hourly Rate 
o Design & Develop 
costs: $6,459.24 = 
228 hours x $28.33 
rate per hour 
Moderate Engagement e-
Learning 
• Total Number of Segments 
= Number of Segments Per 
Hour x Number of Training 
Hours 
o 9 total segments = 3 
segments x 3 hours 
• Total Number of Design 
and Develop Hours = Total 
Number of Segments x 
Minimum Time to Design 
and Develop 
o 666 total hours 
(83.25 days) = 9 
segments per hour 
x 8 hours 
• Total Number of Design 
& Develop Hours = Total 
Number of Segments of 
Instructor Led Classroom 
Learning x Minimum 
Time to Design & 
Develop  
o 688 total hours 
(86 days) = 16 
segments of 
instructor led 
virtual learning x 

































 Option A: Webinar Option B: Asynchronous Option C: Classroom 
segments x 74 hours 
per segment 
• Design and Develop Costs 
= Hours x Hourly Rate 
o Design & Develop 
Costs: $18,867.78 = 
666 hours x $28.33 
rate per hour 
Full Engagement e-Learning 
• Total Number of Segments 
= Number of Segments Per 
Hour x Number of Training 
Hours 
o 9 total segments = 3 
segments per hour x 
3 hours 
• Total Number of Design 
and Develop Hours = Total 
Number of Segments x 
Minimum Time to Design 
and Develop 
o 630 total hours 
(78.75 days) = 9 
segments x 70 hours 
per segment 
• Design and Develop Costs 
































 Option A: Webinar Option B: Asynchronous Option C: Classroom 
o Design & Develop 
Costs: $17,847.90 = 
630 hours x $28.33 
rate per hour 
    
Design & Develop 
Costs 
$15,864.80 (560 hours x $28.33 
rate per hour) 
$43,174.92 ($6,459.24 of 
passive engagement e-learning 
+ $18,867.78 of moderate 
engagement e-learning + 
$17,847.90 of full engagement 
e-learning) 
$19,491.04 (688 hours x 
$28.33 rate per hour) 
 
Step 6. Estimate Implementation Costs. 
The breakdown of the assumptions, calculations, and totals for the implementation costs of each delivery option is 
found in Table B30.  For the purposes of brevity in Table B30, Options A and B are grouped together as the calculations 

































Table B30  
Implementation Calculations for Delivery Options 
 Option A: Webinar and Option B: 
Asynchronous  
Option C: Classroom 
Formula Facilitator Costs + Learner Costs Facilitator Costs + Learner Costs 
 
   
Inputs/Assumptions • Number of Training Hours: 8 
• Facilitator 1 Hourly Rate: $28.33 
• Facilitator 2 Hourly Rate: $30.88 
• Estimated Facilitator 1 Hours Needed: 
28 
• Estimated Facilitator 2 Hours Needed: 
20  
• Average Unit Learner Hourly Rate: 
$24.54 
• Average Statewide Learner Hourly 
Rate: $33.85 
• Facilitator Travel Costs: $0 
• Learner Travel Costs: $0 
• Number of Training Hours: 8 
• Facilitator 1 Hourly Rate: $28.33 
• Facilitator 2 Hourly Rate: $30.88 
• Estimated Facilitator 1 Hours Needed: 28 
• Estimated Facilitator 2 Hours Needed: 20  
• Average Unit Learner Hourly Rate: $24.54 
• Average Statewide Learner Hourly Rate: $33.85 
• Facilitator Travel Costs: $1500 
• Unit Learner Travel Costs: $0 
• Statewide Learner Travel Costs: $500 
 
   
Calculations Facilitator Costs 
• Facilitator 1 Costs = (Facilitator 1 
Hourly Rate x Estimated Facilitator 1 
Hours Needed) + Travel Costs 
Facilitator Costs 
• Unit Facilitator Costs 
o Facilitator 1 Costs = (Facilitator 1 
Hourly Rate x Estimated Facilitator 1 
































 Option A: Webinar and Option B: 
Asynchronous  
Option C: Classroom 
o $793.24 Facilitator 1 cost = 
($28.33 rate per hour x 28 
hours needed) + 0 travel costs 
• Facilitator 2 Costs = (Facilitator 2 
Hourly Rate x Estimated Facilitator 2 
Hours Needed) + Travel Costs 
o $617.60 Facilitator 2 cost = 
($30.88 rate per hour x 20 
hours needed) + 0 travel costs 
• Total Facilitator Costs = Facilitator 1 
Costs + Facilitator 2 Costs 
o $1,410.84 total Facilitator costs 
= $793.24 Facilitator 1 cost + 
$617.60 Facilitator 2 cost 
Learner Costs 
• Unit Learner Costs = ((Number of 
Learners x Number of Training Hours) 
x Average Unit Learner Hourly Rate) 
+ (Number of Learners x Number of 
Training Hours) + Travel Costs 
o $1,430.24 unit learner costs = 
((7 learners x 8 hours) x $24.54 
average rate per hour) + (7 
learners x 8 hours) + 0 travel 
costs 
• Statewide Learner Costs = ((Number 
of Learners x Number of Training 
▪ $793.24 Facilitator 1 cost = 
($28.33 rate per hour x 28 
hours needed) + 0 travel costs 
o Facilitator 2 Costs = (Facilitator 2 
Hourly Rate x Estimated Facilitator 2 
Hours Needed) + Travel Costs 
▪ $617.60 Facilitator 2 cost = 
($30.88 rate per hour x 20 
hours needed) + 0 travel costs 
o Total Unit Facilitator Costs = 
Facilitator 1 Costs + Facilitator 2 
Costs 
▪ $1,410.84 total Facilitator 
costs = $793.24 Facilitator 1 
cost + $617.60 Facilitator 
2cost 
 
• Statewide Facilitator Costs 
o (Facilitator 1 Hourly Rate x Estimated 
Facilitator 1 Hours Needed) + Travel 
Costs 
▪ $2,293.24 Facilitator 1 cost = 
($28.33 rate per hour x 28 

































 Option A: Webinar and Option B: 
Asynchronous  
Option C: Classroom 
Hours) x Average Unit Learner Hourly 
Rate) + (Number of Learners x 
Number of Training Hours) + Travel 
Costs 
o $18,122 statewide learner costs 
= ((65 potential learners x 8 
hours) x $33.85 average rate 
per hour) + (65 potential 
learners x 8 hours) + 0 travel 
costs 
o Facilitator 2 Costs = (Facilitator 2 
Hourly Rate x Estimated Facilitator 2 
Hours Needed) + Travel Costs 
▪ $2,117.60 Facilitator 2 cost = 
($30.88 rate per hour x 20 
hours needed) + $1,500 travel 
costs 
o Total Facilitator Costs = Facilitator 1 
Costs + Facilitator 2 Costs 
▪ $4,410.84 total Facilitator 
costs = $2,293.24 Facilitator 1 





• Unit Learner Costs = ((Number of Learners x 
Number of Training Hours) x Average Unit 
Learner Hourly Rate) + (Number of Learners 
x Number of Training Hours) + Travel Costs 
o $1,430.24 unit learner costs = ((7 
learners x 8 hours) x $24.54 average 
rate per hour) + (7 learners x 8 hours) 
+ 0 travel costs 
• Statewide Learner Costs = ((Number of 
Learners x Number of Training Hours) x 
































 Option A: Webinar and Option B: 
Asynchronous  
Option C: Classroom 
(Number of Learners x Number of Training 
Hours) + Travel Costs 
o $18,122 statewide learner costs = ((65 
potential learners x 8 hours) x $33.85 
average rate per hour) + (65 potential 
learners x 8 hours) + $500 travel costs 
   
Implementation 
Costs 
• $2,841.08 unit costs = $1,410.84 
(facilitator costs) + $1430.24 (unit 
learner costs) 
• $19,532.84 statewide costs = 
$1,410.84 (facilitator costs) + 
$18,122 (statewide learner costs) 
• $2,841.08 unit costs = $1,410.84 (facilitator 
costs) + $1430.24 (unit learner costs) 
• $23,032.84 statewide costs = $4,410.84 
(facilitator costs) + $18,622 (statewide 
learner costs) 
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Step 7. Estimate Evaluation Costs 
Branch (2009) recommends using the Analyze costs to estimate the evaluation 
costs.  As a result, the current estimated total evaluation costs: $3,229.62. 
Step 8. Total the Estimated Costs for Each of the Five ADDIE Phases 
 The total costs for each delivery option are provided in Table B31.  In 
addition to being broken down by delivery option, each delivery option is broken 


































Estimated Cost Totals for ADDIE Phases 
 Option A: Webinar Option B: Asynchronous Option C: Classroom 
 Unit Statewide Unit Statewide Unit Statewide 
Analysis $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 
       
Design & 
Develop 
$15,864.80 $15,864.80 $43,174.92 $43,174.92 $19,491.04 $19,491.04 
       
Implement $2,841.08 $19,532.84 $2,841.08 $19,532.84 $2,841.08 $23,032.84 
       
Evaluate $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 
       
Total $25,305.12 $41,995.88 $52,615.24 $69,307 $28,931.36 $49,123.12 
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Step 9. Provide an Estimated Cost Range (+ or -20%) 
 Branch (2009) recommends estimating a cost range that takes the total of each 
option and both add and subtract 20% to get each end of the range.  The estimated 
cost range was calculated by using the following formula: Total of Phases + 20% of 
Total of Phases to Total of Phases – 20% of Total of Phases.  Table B32 builds on the 
estimated cost totals found in Table B31 and adds the calculated estimated cost range 


































ADDIE Cost Estimates by Delivery System and Learner Population including Cost Range 
 Option A: Webinar Option B: Asynchronous Option C: Classroom 
 Unit Statewide Unit Statewide Unit Statewide 
Analysis $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 
       
Design & 
Develop 
$15,864.80 $15,864.80 $43,174.92 $43,174.92 $19,491.04 $19,491.04 
       
Implement $2,841.08 $19,532.84 $2,841.08 $19,532.84 $2,841.08 $23,032.84 
       
Evaluate $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 $3,299.62 
       
Total $25,305.12 $41,995.88 $52,615.24 $69,307 $28,931.36 $49,123.12 
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Project Management Plan 
The components of the project management plan include the identification of 
team members, an analysis of the various constraints of the project, a proposed 
project schedule, and a discussion of the potential Final Report which takes the form 
of Next Steps in the Analysis Summary. 
Team Member Identification 
Team members will include:  
• One to two IDs – The primary ID will act as the project leader/manager, 
designer and developer, as well as a facilitator.  If approved, a second ID will 
act as a co-designer and co-developer.  A second assigned ID will mean that 
the time it takes to conduct the project can be minimized. 
• One video production specialist – The video production specialist will assist 
in the design of videos and take the lead as the primary developer of video 
content.   
• An additional facilitator – This facilitator will be a SME in motivational 
interviewing and will act as a second reviewer of assessment(s) and a reviewer 
of content as needed.   
Constraints 
There are several constraints to consider with any project including this one 
including scope creep, issues with time, and issues with budget.  First, scope creep is 
a constraint that will have to be constantly considered.  There will be the inevitable 
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desire to overcomplicate the training or make it flashier than needed.  The project will 
need to stay true to the agreed upon scope to meet time and budget requirements. 
Another constraint is that of time. Time is always an issue with almost every 
instructional design project.  The time this project will take can be decreased with the 
assignment of two designers and developers to produce the content.   Splitting this 
workload between two experienced designers who are on the same page could cut the 
development time substantially.   
Finally, budget is always a constraint to be considered.  While the estimated 
costs are fair, one must consider scalability.  To keep costs down, assigning more 
than one designer (potentially one with the requisite experience and a second to 
partner to help produce content with less experience) will help to drive down the 
budget.  Further, if considering scaling the project to statewide and charging, the 
quicker the project is completed, the sooner revenue could potentially start to be 
generated.  Further, if the primary ID can create a template for the e-Learning 
modules, this has been shown to allow for quicker development.  Using a myriad of 
these techniques can allow for cutting the cost estimates (Defelice. 2021).  In 
addition, the organization already has a strong infrastructure to allow for a quicker 
design, development, and implementation timeline (Defelice, 2021).  The 
organization could also try to access grant funding both internally and externally to 
fund this project.   
  




Figure B3 describes a preliminary schedule.  This schedule will be expanded 
and become far more specific as the project moves forward and assignments are 


































Estimated Gantt Chart for MI Training Completion 
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Final Report/Next Steps 
A final report will be created at the end of the project following the 
implementation and evaluation phase.  The final report will include the final 
personnel staffing including their roles, schedules, and revised schedules to show how 
the project progressed and changed over time, issues that emerged and steps taken to 
address those issues, various strategies used for project management, testing, quality 
assurance, implementation, and deployment, as well as evaluation, evaluation results 
and assessment of success, expenditure and revenue analysis, and recommendations 
for the future (Branch, 2009). 
For the purposes of this capstone, we will create a Next Steps section.  That 
section will focus on both recommendations and considerations as the project moves 
forward.  The recommendations will touch on the following: 
• Move forward with the asynchronous online course as the desired 
format; 
• Design and develop with statewide use in mind; 
• Explore grant funding to offset initial costs; and  
• Move forward with the Design phase.   
In addition to the recommendations, considerations will be addressed including issues 









Design Brief Components 
This appendix contains the components of the Design Brief as suggested by 
Branch including a task inventory, performance objectives, testing strategies, and a 
calculation of the return on investment (2009, p. 61).  While the Design Brief will be 
using these components (see Appendix A), the strategies used to create these 
components vary between that of Branch (2009) and van Merriënboer (2019).  




Branch (2009) suggests the creation of a task inventory to inform the Design 
Brief and overall design.  The creation of the inventory helps to verify the 
performance required of the learners, identifies the primary learning tasks, and 
identifies the steps and sequence of steps to successfully complete performance 
(Branch, 2009, p. 62).  While Branch (2009) offers guidance on the creation of a task 
inventory, van Merriënboer and Kirschner (2018) instructs how to create learning 
tasks for complex learning relying on a skills hierarchy and classification of those 
skills as recurrent or nonrecurrent which will help in the future when designing and 
developing part-task practice, supportive information, and/or just-in-time information.  
By using the van Merriënboer and Kirschner (2018) approach, this sets up the 
designer/developer well for the continued use of the 4C/ID approach for design 
through the identification of pertinent skills, classification of those skills, 
identification of the learning tasks, and subsequent classification of those learning 
tasks.  
Skills Hierarchy 
 The skills hierarchy was broken into three parts.  First, in Figure C1, the 
macro-view of the skills is presented.  This is followed by Figure C2 where there is a 
zoom into the skills necessary to use client-centered communication and counseling 
skills.  Finally, in Figure C3, there is a zoom into the skills necessary to apply MI 
techniques.    

















Skills Hierarchy for MI: Emphasizing Apply MI Techniques 
 
Skills Classification 
Recurrent skills include the following: 
• Listen to the client.   
• Observe body language and behavior of client. 
These are recurrent skills, because they are skills that remain similar no matter the 
situation or circumstance (van Merriënboer & Clark, 2002, p. 41). 
All the other skills are considered nonrecurrent skills as they actual skill may 
look different from situation to situation.  There are general guidelines and best 
practices that surround the use of these skills, but their use and what it looks like is 
entirely dependent on the context.  Further, these skills require the use of problem 
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solving in ways that recurrent skills do not (van Merriënboer & Clark, 2002, p. 41-
42).   
Learning Task Identification 
The primary learning tasks are identified as follows: 
• Learners will apply motivational interviewing including client-centered 
communication and counseling skills and motivational interviewing 
techniques in ID-SME meetings with full access to support.   
• Learners apply motivational interviewing including client-centered 
communication and counseling skills and motivational interviewing 
techniques in ID-SME meetings with little to no access to support.   
• Learners will use motivational interviewing techniques in ID-SME meetings 
with little to no access to support.   
• Learners will use motivational interviewing techniques in ID-SME meetings 
with diminishing access to support.   
• Learners will use motivational interviewing techniques in ID-SME meetings 
with full access to support.   
• Learners will use client-centered communication and counseling skills in ID-
SME meetings with little to no access to support.   
• Learners will use client-centered communication and counseling skills in ID-
SME meetings with diminishing access to support.   
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• Learners will use client-centered communication and counseling skills in ID-
SME meetings with full access to support.   
• Learners will determine the appropriate context for using motivational 
Interviewing in ID-SME meetings with little to no access to support.   
• Learners will determine the appropriate context for using motivational 
interviewing in ID-SME meetings with full access to support.   
Learning Task Class Identification 
For the purposes of this learning process, we will use emphasis manipulation 
to formulate the task classes.  This is where learners perform the whole task from 
beginning to the end, but different sets of constituent skills are emphasized in each 
task class.  This has been noted as being particularly good for complex tasks because 
learners never lose sight of the end goal (van Merriënboer and Kirschner, 2018, p. 
114-117).  In this case, learners will be presented meetings with SMEs to different 
degrees where many of the interactions may be appropriate for all the task classes, 
however the assessments will be primarily focused on the given area of emphasis.  
So, they are being constantly exposed to language and experiences that reference 
other concepts and techniques but are focused on learning a discrete piece of the 
whole.   
The task classes identified are as follows:  
• Task Class 1: Apply MI in an ID-SME meeting/consultation, emphasizing 
determining the appropriate context for using MI techniques. 
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• Task Class 2: Apply MI in an ID-SME meeting/consultation, emphasizing 
using client-centered communication and counselling skills such as using 
open questions, providing affirmation, conducting reflective listening, and 
providing summary reflections. 
• Task Class 3: Apply MI in an ID-SME meeting/consultation, emphasizing 
applying MI techniques such as recognizing change talk, eliciting change talk, 
rolling with resistance, negotiating a plan of change, and eliciting concrete 
steps forward.   
• Task Class 4: Apply MI in an ID-SME meeting/consultation, emphasizing all 
the above. 
Performance Objectives 
The performance objectives component of the Design Brief was informed by the 
task hierarchy, a list of performance objectives, the task sequencing, and a learner 
trajectory analysis as described by van Merriënboer and Kirschner (2018).   
  




Based on the skills hierarchies seen in Figures C1-C3, the classification of 
tasks, and the identification of the task classes, a task hierarchy for the MI Training 
for IDs was created as seen in Figure C4. 
Figure C4 
Task Hierarchy for MI Training for IDs 
 
List of Performance Objectives 
Based on the task hierarchy, performance objectives have been drafted.  The 
primary performance objectives are as follows: 
• In an ID-SME meeting, learners will determine the appropriate context for 
using MI techniques. 
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• In an ID-SME meeting, learners will use client-centered communication and 
counseling skills. 
• In an ID-SME meeting, learners will use client-centered communication and 
counseling skills such as open questions. 
• In an ID-SME meeting, learners will use client-centered communication and 
counseling skills such as providing affirmation. 
• In an ID-SME meeting, learners will use client-centered communication and 
counseling skills such as conducting reflective listening. 
• In an ID-SME meeting, learners will use client-centered communication and 
counseling skills such as providing summary reflection.   
• In an ID-SME meeting, use motivational interviewing techniques such as 
recognizing change talk. 
• In an ID-SME meeting, use motivational interviewing techniques such as 
eliciting change talk. 
• In an ID-SME meeting, use motivational interviewing techniques such as 
rolling with resistance. 
• In an ID-SME meeting, use motivational interviewing techniques such as 
negotiating a plan of change.   
• In an ID-SME meeting, use motivational interviewing techniques such as 
eliciting concrete steps forward. 
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• In an ID-SME meeting, apply motivational interviewing including client-
centered communication and counseling skills and motivational interviewing 
techniques effectively.   
Task Sequence 
 The task sequence takes all the work up to this point and provides a sequence 
for the task classes along with the learning tasks for each task class.  Each learning 
task descends in support level meaning that the first learning task will allow the 
learners to have the most amount of support and subsequent learning tasks will have 
less and less support (van Merrienboer & Kirschner, 2018).  The learning tasks 
provided below are classified by task class.   
Task Class 1: Apply MI in an ID-SME meeting/consultation, emphasizing 
determining the appropriate context for using MI techniques.  Task Class 1 includes 
the following learning tasks: 
• Learning Task 1.1. Learners will determine the appropriate context for using 
motivational interviewing in ID-SME meetings with full access to support.   
• Learning Task 1.2. Learners will determine the appropriate context for using 
motivational interviewing in ID-SME meetings with little to no access to 
support.   
Task Class 2: Apply MI in an ID-SME meeting/consultation, emphasizing 
using client-centered communication and counselling skills such as using open 
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questions, providing affirmation, conducting reflective listening, and providing 
summary reflections.  Task Class 2 includes the following learning tasks: 
• Learning Task 2.1. Learners will use client-centered communication and 
counseling skills in ID-SME meetings with full access to support.   
• Learning Task 2.2. Learners will use client-centered communication and 
counseling skills in ID-SME meetings with diminishing access to support.   
• Learning Task 2.3. Learners will use client-centered communication and 
counseling skills in ID-SME meetings with little to no access to support.   
Task Class 3: Apply MI in an ID-SME meeting/consultation, emphasizing 
applying MI techniques such as recognizing change talk, eliciting change talk, rolling 
with resistance, negotiating a plan of change, and eliciting concrete steps forward.  
Task Class 3 includes the following learning tasks: 
• Learning Task 3.1. Learners will use motivational interviewing techniques in 
ID-SME meetings with full access to support.   
• Learning Task 3.2. Learners will use motivational interviewing techniques in 
ID-SME meetings with diminishing access to support.   
• Learning Task 3.3. Learners will use motivational interviewing techniques in 
ID-SME meetings with little to no access to support.   
Task Class 4: Apply MI in an ID-SME meeting/consultation, emphasizing all 
the above.  Task Class 4 includes the following learning tasks: 
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• Learning Task 4.1. Learners will apply motivational interviewing including 
client-centered communication and counseling skills and motivational 
interviewing techniques in ID-SME meetings with full access to support.   
• Learning Task 4.2. Learners apply motivational interviewing including client-
centered communication and counseling skills and motivational interviewing 
techniques in ID-SME meetings with little to no access to support.   
Learning Trajectory Analysis 
Learners will be directed by the learning environment (system control) 
through the four tasks which build in complexity culminating with whole task skills 
practice with emphasis on all constituent skills built to that point.  Learners will start 
with those tasks in Task Class 1 and proceed in sequential order through Task Class 
4.  There will be some learner control within the learning tasks themselves as well as 
some additional systems controls, but those will be discussed within the testing 
strategies.   
Testing Strategies 
The testing strategies section of the Design Brief was informed by the 
following components: assessment instrument, rubrics, and a learner trajectory 
analysis.   
Assessment Instrument 
The assessment details for each learning task are provided below.   
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Learning Task 1.1. Learners will determine the appropriate context for using 
motivational interviewing in ID-SME meetings with full access to support.    For the 
assessment, learners will be presented with both easy (1) and moderate (2) difficulty-
level questions for a total of three that are randomly selected.  The question stems are 
provided below:  
• Easy Questions (minimum pool of 3): Given this scenario, do you think it is 
appropriate to use motivational interviewing?  Yes/No 
• Moderate Questions (minimum pool of 5): Given this exchange, select the 
phrase or sentence that best indicates the use of motivational interviewing 
may be appropriate.  Three answer options will be provided.   
Learning Task 1.2. Learners will determine the appropriate context for using 
motivational interviewing in ID-SME meetings with little to no access to support.  
For the assessment, learners will be presented two distinct sections which are 
provided below: 
• In Part I, learners will be presented with both easy (1) and moderate (2) 
difficulty-level questions for a minimum of three questions.  The questions 
will not be randomly selected as there is a specific adaptive trajectory that 
learners may experience based on their responses.   
o Easy Questions (minimum pool of 5): Given this scenario, do you 
think it is appropriate to use motivational interviewing?  Yes/No 
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o Moderate Questions (minimum pool of 7): Given this exchange, select 
the phrase or sentence that best indicates the use of motivational 
interviewing may be appropriate.  Three answer options will be 
provided. 
• In Part II, learners will be presented with the following question/assignment: 
Write a scenario where the use of motivational interviewing would be 
appropriate to use within the context of an ID-SME meeting. 
Learning Task 2.1. Learners will use client-centered communication and 
counseling skills in ID-SME meetings with full access to support.  For the 
assessment, learners will be presented with both easy (1) and moderate (1) difficulty-
level questions for a total of two questions per component of client-centered 
communication and counseling skills (open questions, affirmation, reflective 
listening, and summarizing reflections) for a grand total of 8 questions randomly 
selected within the components (ex. 1 easy question randomly selected from a pool of 
3 easy questions about open questions). 
• Easy Questions (minimum pool of 3 per component): Given this exchange, 
select the component of client-based communication that best describes the 
highlighted portion of the transcript.  Five answer options including the four 
components of client-centered communication skills and one option stating 
none of the above will be provided.   
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• Moderate Questions (minimum pool of 5 per component): Given the 
following transcript, match the highlighted portions with the corresponding 
component of client-centered communication and counseling skills.   
Learning Task 2.2. Learners will use client-centered communication and 
counseling skills in ID-SME meetings with diminishing access to support.  For the 
assessment, learners will be presented with two sections which are provided below:  
• In Part I, learners will be presented with easy (1) and moderate (1) difficulty-
level questions for a minimum of 2 questions per component of client-
centered communication and counseling skills (open questions, affirmation, 
reflective listening, and summarizing reflections) for a minimum of 8 
questions.  These questions will not be randomly selected as there is a specific 
trajectory that learners may experience based on their responses.   
o Easy Questions (minimum pool of 5): Given this exchange, select the 
component of client-based communication that best describes the 
highlighted portion of the transcript.  Five answer options including 
the four components of client-centered communication skills and one 
option stating none of the above will be provided.   
o Moderate Questions (minimum pool of 7): Given the following 
transcript, match the highlighted portions with the corresponding 
component of client-centered communication and counseling skills.   
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• In Part II, learners will be presented with the same instructions that contains 
multiple parts: Given the following partial transcript, please fill in the blanks 
with your own statements reflecting appropriate use of either open questions, 
affirmation, reflective listening, and summarizing reflections.  
Learning Task 2.3. Learners will use client-centered communication and 
counseling skills in ID-SME meetings with little to no access to support.  For the 
assessment, learners will be presented with three sections which are provided below:  
• In Part I, learners will be presented with descriptions of three scenarios.  The 
learners must pick a scenario that is appropriate for the use of motivational 
interviewing.  The instructions will read as follows: Of the three provided 
scenarios, which do you think is most appropriate for the use of motivational 
interviewing? (Two will be correct, one will be incorrect). 
• In Part II, learners will be presented with the chosen branched decision-
making scenario.  The application will walk the learner through the role play 
exercise with the application acting as the SME and the learner acting as the 
ID.  The SME will say a line (also provided in text form), and the ID (learner) 
will select an appropriate response from a series of multiple-choice options.  
Based on those responses, the conversation will take various turns.   
• In Part III, at the end of the scenario, a transcript will be provided to the 
learner.  The learner will then be prompted to identify the client-centered 
communication and counseling skills used in the various interactions (each 
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line of the learner responses will have an accompanying drop-down box to 
select the appropriate skill).   
Learning Task 3.1. Learners will use motivational interviewing techniques in 
ID-SME meetings with full access to support.  For the assessment, learners will be 
presented with both easy (1) and moderate (1) difficulty-level questions for a total of 
two questions per component of motivational interviewing techniques (recognize 
change talk, elicit change talk, roll with resistance, negotiating a plan of change, and 
elicit concrete steps forward) for a grand total of 10 questions randomly selected 
within the components (ex. 1 easy question randomly selected from a pool of 3 easy 
questions about open questions).  The question stems are provided below:  
• Easy Questions (minimum pool of 3 per component): Given this exchange, 
select the component of motivational interviewing techniques that best 
describes the highlighted portion of the transcript.  Six answer options 
including the five motivational interviewing techniques and one option stating 
none of the above will be provided.   
• Moderate Questions (minimum pool of 5 per component): Given the 
following transcript, match the highlighted portions with the corresponding 
component of motivational interviewing techniques.   
Learning Task 3.2. Learners will use motivational interviewing techniques in 
ID-SME meetings with diminishing access to support.  For the assessment, learners 
will be presented with two sections that are outlined below: 
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• In Part I, learners will be presented with easy (1) and moderate (1) difficulty-
level questions for a minimum of 2 questions per motivational interviewing 
technique (recognize change talk, elicit change talk, roll with resistance, 
negotiating a plan of change, and elicit concrete steps forward) for a minimum 
of 10 questions.  These questions will not be randomly selected as there is a 
specific trajectory that learners may experience based on their responses.   
o Easy Questions (minimum pool of 5): Given this exchange, select the 
motivational interviewing technique that best describes the highlighted 
portion of the transcript.  Six answer options including the five 
motivational interviewing techniques (recognize change talk, elicit 
change talk, roll with resistance, negotiating a plan of change, and 
elicit concrete steps forward) and one option stating none of the above 
will be provided. 
o Moderate Questions (minimum pool of 7): Given the following 
transcript, match the highlighted portions with the corresponding 
motivational interviewing technique.   
• In Part II, learners will be presented with the same instructions that contains 
multiple parts: Given the following partial transcript, please fill in the blanks 
with your own statements reflecting appropriate use of recognize change talk, 
elicit change talk, roll with resistance, negotiating a plan of change, and elicit 
concrete steps forward. 
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Learning Task 3.3. Learners will use motivational interviewing techniques in 
ID-SME meetings with little to no access to support.  For the assessment, learners 
will be presented with three sections as outlined below: 
• In Part I, learners will be presented with descriptions of three scenarios.  The 
learners must pick a scenario that is appropriate for the use of motivational 
interviewing.  The instructions will read as follows: Of the three provided 
scenarios, which do you think is most appropriate for the use of motivational 
interviewing? (Two will be correct, one will be incorrect).  These are different 
from those seen in Task Class 2. 
• In Part II, learners will be presented with the chosen branched decision-
making scenario.  The application will walk the learner through the role play 
exercise with the application acting as the SME and the learner acting as the 
ID.  The SME will say a line (also provided in text form), and the ID (learner) 
will select an appropriate response from a series of multiple-choice options.  
Based on those responses, the conversation will take various turns.   
• In Part III, at the end of the scenario, a transcript will be provided to the 
learner.  The learner will then be prompted to identify the motivational 
interviewing techniques and some of the client-centered communication skills 
used in the various interactions (each line of the learner responses will have an 
accompanying drop-down box to select the appropriate skill and technique).   
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Learning Task 4.1. Learners will apply motivational interviewing including 
client-centered communication and counseling skills and motivational interviewing 
techniques in ID-SME meetings with full access to support.  For the assessment, 
learners will be presented with a partial transcript to complete (from a pool of 3 
possible transcripts).  The instructions will state as follows: Given the following 
partial transcript, please fill in the blanks with your own statements reflecting 
appropriate use of client-centered communication skills and motivational 
interviewing techniques.  After each statement, please note the skill(s) or technique(s) 
being used in parentheses. 
Learning Task 4.2. Learners apply motivational interviewing including 
client-centered communication and counseling skills and motivational interviewing 
techniques in ID-SME meetings with little to no access to support.  For the 
assessment, learners will be presented with three sections as outlined below:  
• In Part I, learners will be presented with descriptions of three scenarios.  The 
learners must pick a scenario that is appropriate for the use of motivational 
interviewing.  The instructions will read as follows: Of the three provided 
scenarios, which do you think is most appropriate for the use of motivational 
interviewing? (Two will be correct, one will be incorrect).  These are different 
from those seen in Task Classes 2 and 3. 
• In Part II, learners will be presented with the chosen branched decision-
making scenario.  The application will walk the learner through the role play 
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exercise with the application acting as the SME and the learner acting as the 
ID.  The SME will say a line (also provided in text form), and the ID (learner) 
will select an appropriate response from a series of multiple-choice options.  
Based on those responses, the conversation will take various turns.   
• In Part III, at the end of the scenario, a transcript will be provided to the 
learner.  The learner will then be prompted to identify the motivational 
interviewing techniques and some of the client-centered communication skills 
used in the various interactions (each line of the learner responses will have an 
accompanying drop-down box to select the appropriate skill and technique).   
Rubrics 
There are three instances in which rubrics are to be used and are included in 
Tables C1-C3 below.   
Table C1 
Learning Task 2.2 Rubric 
Part II: Partial Transcript Responses 
3 
Each blank (4) contains a response that correctly assumes a specific client-
based communication and counseling skill.  Responses are all reflective of 
appropriate client-based communication and counseling skills given the 
context of the transcript.  Responses are realistic and easy to read.   
 
2 
75% of blanks (4) or better contain a response that correctly assumes a 
specific client-based communication and counseling skill.  Responses are 
mostly reflective of appropriate client-based communication and counseling 
skills.  Responses are mostly realistic and easy to read. 
 
1 
50% of blanks (4) or better contain a response that correctly assumes a 
specific client-based communication skill.  Responses are less reflective of 
appropriate client-based communication and counseling skills.  Responses 
are not realistic or easy to read.     




Learning Task 3.2 Rubric 
Part II: Partial Transcript Responses 
3 
Each blank (5) contains a response that correctly assumes a specific 
motivational interviewing technique.  Responses are all reflective of 
appropriate motivational interviewing techniques given the context of the 
transcript.  Responses are realistic and easy to read.   
 
2 
75% of blanks (4) or better contain a response that correctly assumes a 
motivational interviewing technique.  Responses are mostly reflective of 
appropriate motivational interviewing techniques.  Responses are mostly 
realistic and easy to read. 
 
1 
50% of blanks (4) or better contain a response that correctly assumes a 
specific motivational interviewing technique.  Responses are less reflective 
of appropriate motivational interviewing techniques.  Responses are not 
realistic or easy to read.     
 
  




Learning Task 4.1 Rubric 
Partial Transcript Responses 
3 
Each blank (varies) contains a response that correctly assumes a specific 
motivational interviewing technique and/or client-based communication and 
counseling skills.  Responses are all reflective of appropriate motivational 
interviewing techniques and/or client-based communication and counseling 
skills given the context of the transcript.  Responses are realistic and easy to 
read.   
 
2 
75% of blanks (varies) or better contain a response that correctly assumes a 
motivational interviewing technique and/or client-based communication and 
counseling skills.  Responses are mostly reflective of appropriate 
motivational interviewing techniques and/or client-based communication 
and counseling skills.  Responses are mostly realistic and easy to read. 
 
1 
50% of blanks (varies) or better contain a response that correctly assumes a 
specific motivational interviewing technique and/or client-based 
communication and counseling skills.  Responses are less reflective of 
appropriate motivational interviewing techniques and/or client-based 
communication and counseling skills.  Responses are not realistic or easy to 
read.     
Learning Trajectory Analysis 
 There are two primary means of learner trajectory: system control and learner 
control.  System control accounts for much of the trajectory.  The application will 
dictate to the students how to progress through the modules, though plenty of 
opportunities will be available to re-take assessments and review activities as needed.  
Within the assessments, the system will dictate the questions to be answered, either 
randomized or specific paths.  Examples of system control include: 
• Application sequences paths through activities and assessments. 
• Application randomly chooses questions to display.  
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• Application displays questions based on responses by the learners (specific 
paths).  An example of a specific path within an assessment can be seen in 
Figure C5.  
Figure C5 
Example Adaptive Learner Trajectory through Learning Task 1.2 
 
• Immediate feedback and redirection will be provided by the application.   
Examples of learner control include:  
• Learners can repeat some tasks an unlimited number of times. 
• Learners will also at times get to choose their scenarios (or context) for the 
assessments.   
• Learners will get the opportunity to self-evaluate written work informally.   
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• Learners will at times get unfettered or diminished access to guidance and 
procedures.   
Calculation of the Return on Investment 
 The final component of the Design Brief is the calculation of the return on 
investment.  Contributing to this analysis is the revised projected cost estimates, an 
analysis of the potential benefit to training, and an assigning value analysis as 
outlined by Branch (2009).   
Revised Projected Cost Estimates 
 The revised projected cost estimates for each phase are provided in Tables C4-
C8.  Table C9 contains the revised total projected costs for all phases.   
Table C4 
Revised Cost Estimate for Analyze Phase 




Meals, Travel, and Incidental Expenses $0 
Office Supplies and Related Expenses $360 (Software – annual) 
Printing and Reproduction $0 
Outside Services $0 
Equipment Expenses $0 
Professional Fees $0 








Revised Cost Estimate for Design Phase 
Item  Cost 
Instructional Designers’ 
Salaries/Benefits 
$5,439.36 (192 hours at $28.33/hr) 
Meals, Travel, and Incidental Expenses $0 
Office Supplies and Related Expenses $96 (Software – annual) 
Printing and Reproduction $0 
Outside Services $308.80 (Subject Matter Expert 
Consulting/Feedback) (10 hours at 
$30.88/hr) 
Equipment Expenses $0 
Professional Fees $0 




Revised Cost Estimate for Develop Phase 
Item  Cost 
Instructional Designers’ 
Salaries/Benefits 
$18,414.50 (650 hours x $28.33/hr) 
Meals, Travel, and Incidental Expenses $0 
Office Supplies and Related Expenses $0 
Printing and Reproduction $0 
Production Services $1,400 (Multimedia Specialist recording 
and editing)(60 hours x $23.33/hr) 
Equipment Expenses $0 
Outside Services $617.60 (Subject Matter Expert 
Consulting/Feedback)(20 hours x 
$30.88/hr) 
$722.22 (Programmer 
Consulting/Feedback)(20 hours x 
$36.11/hr) 
Professional Fees $0 








Revised Cost Estimate for Implement Phase 
Item  Cost 
Student (meals, travel, lodging, salaries) $0 
Instructor  $1,699.80 (15 hours a week x 4 weeks 
= 60 hours x $28.33/hr) 
$617.60 (5 hours a week x 4 weeks = 20 
hours x $30.88/hr) 
Employee Replacement $0 
Tracking and Scheduling $100 
Training Materials and Supplies $0 
Lost Production $1,374.24 (7 learners x 8 hours at 
$24.54) 
Facility $0 




Revised Cost Estimate for Evaluate Phase 
Item  Cost 
Salaries/Benefits $3,229.62 
Learner Expenses $0 
Office Supplies and Related Expenses $0 
Printing and Reproduction $0 
Outside Services $0 
Equipment Expenses $0 
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Potential Benefit to Training 
The potential calculable benefit to training IDs is difficult as it should help 
increase learning down the road.  One could argue that a potential benefit may be that 
of increased persistence of students.   
Assigning Value 
 To calculate the return on investment, we must make some assumptions that 
inform the return-on-investment calculations.  The assumptions which try to assign 
value to persistence of students resulting from a better ID-SME relationship are 
provided below:  
• The ID unit works on an average of 443 projects a year (using 2016-2019 
data) 
o An average of 21% of those projects are in-depth, longer term projects 
= 93 projects a year include high impact ID work 
o An estimated 10% of those projects include SMEs who may show 
ambivalence to one or more instances of change = 9 projects a year 
• Average class size at the institution is 24 students per class. 
• Average tuition for a 3-credit hour class is $1,256.25. 
• Two students on average may not continue after the class has been taken.  Of 
those two, maybe only one student may have been affected to a large degree 
by the resulting relationship between SME and ID.  Using the assumption of 9 
projects a year, this amounts to a loss of persistence of 9 students. 
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• MI may be effective 25% of the time based on transference of skill, 
experience, and frequency of use as well as additional considerations. 
• Those non-persisting students are assumed to be taking one class at a time – 
so the loss of revenue is based on not taking 1 additional course.   
The following calculations are meant to reflect an estimated return on investment 
based on the above assumptions: 
• Number of Projects (9) x Number of Non-Persisting Students Per Class (1) = 
Number of Non-Persisting Students Over Multiple Projects (9) 
• Number of Non-Persisting Students Over Multiple Projects (9) x Potential 
Effectiveness of MI (25%) = Students Potentially Affected by Use of MI 
(2.25) 
• Students Potentially Affected by Use of MI (2.25) x Tuition of a 3 Credit 
Hour Course ($1,256.25) = Training Benefit ($2,826.56 a year) 
• Return on Investment (in percentage) = (Training Benefit x Training Cost) x 
100 
o (Training Benefit ($2,826.56)/Updated Cost Estimate (37,609.36)) x 
100 = 7.5% Return on Investment 
Based on the assumptions provided and the subsequent calculations, the return on 
investment is estimated at 7.5%. 
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